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PREFACE	  
This	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   gained	   a	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   of	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   and	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  how	  to	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  at	  an	  academic	  level.	  This	  Master	  thesis	  is	  a	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  of	  combining	  my	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   as	   a	   professional	   basketball	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   and	   the	   things	   I	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   learned	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   the	  Master	  
Management.	   I	  was	  able	  to	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  my	   job	  and	  passion,	  basketball,	  with	  the	  knowledge	   I	  
acquired	   during	   the	   master,	   in	   an	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   to	   add	   to	   existing	   knowledge	   about	   team	  
performance	  and	  interventions.	  	  
I	  am	  thankful	  to	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  had	  the	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  people	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  time	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  Open	  
Universiteit	  that	  really	  helped	  me	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  and	  complete	  this	  study.	  Despite	  some	  struggles	  
in	  the	  beginning,	  I	  gained	  momentum	  throughout	  the	  course	  and	  in	  the	  end	  found	  my	  way	  
and	  enjoyed	  studying	  more	  and	  more.	  I	  would	  like	  to	  thank	  those	  who	  helped	  me	  along	  the	  
way.	  First,	  I	  would	  like	  to	  thank	  Jeroen	  de	  Jong	  for	  his	  enthusiasm,	  time,	  input	  and	  attention	  
in	  helping	  me	  conclude	  this	  thesis	  quicker	  than	  I	  could	  have	  imagined.	  Secondly,	  I	  would	  like	  
to	  thank	  Hanno	  Hardenbol	  for	  his	  input	  and	  for	  aiding	  in	  a	  great	  collaboration	  in	  which	  we	  
both	  benefited	  from	  each	  other’s	  strong	  points.	  Thirdly	  I	  would	  like	  to	  thank	  Wim	  Jurg	  for	  all	  
his	  help	  and	  guidance;	  from	  the	  premaster,	  through	  the	  entirety	  of	  the	  course,	  and	  finally	  to	  
co-­‐reading	   this	   thesis.	   I	   have	   truly	   learned	   a	   lot	   from	   Wim	   and	   enjoyed	   his	   passionate	  
supervision.	  Fourthly,	  I	  would	  like	  to	  thank	  Wienand	  Kloosterman	  for	  his	  help	  and	  feedback	  
the	   first	   two	   years	   of	   the	  master.	   Lastly,	   I	   would	   like	   to	   thank	   all	   my	   friends	   and	   family,	  
especially	  my	   girlfriend	  Marloes,	   for	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  me	   during	  my	   time	   studying	   at	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When	  the	  day	  comes	  where	  I	  stop	  playing	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  professionally	  and	  start	  a	  new	  career,	  I	  
hope	   I	   can	   take	   all	   the	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   I	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   during	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   time	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ABSTRACT	  
There	   is	   a	   lot	  of	  existing	   research	  on	   team	  performance	  and	   interventions.	   Teams	  play	  an	  
increasing	  role	  within	  organizations	  (Salas,	  Cooke,	  &	  Rosen	  ,	  2008)	  and	  therefore	  influencing	  
team	   performance	   is	   becoming	   more	   and	   more	   important.	   This	   study	   aims	   to	   add	   new	  
knowledge	   on	   this	   subject	   by	   investigating	   how	   team	   performance	   is	   affected	   through	  
interventions	  and	  how	  this	  effect	  is	  moderated	  by	  career	  experience.	  The	  field	  of	  research	  is	  
the	   NBA,	   since	   in	   a	   business	   setting	   it	   is	   hard	   to	   find	   proper	   data	   on	   team	   performance	  
(Langan-­‐Fox,	  Wirth,	  Langfield-­‐Smith,	  &	  Wirth,	  2001).	   In	   the	  NBA	  however,	   there	   is	  a	   lot	  of	  
data	   on	   team	   performance.	   Additionally,	   NBA	   teams	   are	   easily	   comparable	   due	   to	   their	  
similar	  structures	  and	  goals,	  plus	  they	  use	  a	  distinct	  intervention:	  the	  timeout.	  Through	  the	  
course	   of	   this	   study,	   573	   timeouts	  were	   analyzed.	   The	   team	  performance	   is	  measured	  by	  
calculating	  the	  scoring	  output	  of	  the	  team	  that	  took	  the	  timeout,	  and	  the	  scoring	  output	  of	  
the	   opposing	   team,	   over	   the	   five	   possessions	   before	   and	   after	   the	   timeout.	   A	   linear	  
regression	   was	   performed	   to	   test	   the	   effect	   of	   timeouts	   on	   team	   performance.	   Average	  
career	  experience	  and	  diversity	  in	  career	  experience	  were	  chosen	  as	  moderators,	  and	  their	  
impact	  was	  tested	  by	  performing	  a	  linear	  regression.	  	  
The	  results	  show	  that	  timeouts	  have	  a	  positive	  effect	  on	  team	  performance	  when	  a	  team	  is	  
performing	  poorly.	  If	  a	  team	  is	  performing	  poorly	  before	  the	  timeout,	  a	  timeout	  will	  increase	  
the	  team’s	  performance	  and	  decrease	  the	  opponent’s	  performance.	  However	  when	  a	  team	  
is	  performing	  well	  before	  the	  timeout,	   the	  team	  will	  perform	  worse	  after	   the	  timeout	  and	  
the	  opponent	  will	  perform	  better.	  No	  effect	  was	  found	  for	  average	  career	  experience	  on	  the	  
relation	  between	  timeouts	  and	  team	  performance.	  The	  moderating	  effect	  of	  experience	   in	  
career	  diversity	  on	  the	  relation	  between	  timeouts	  and	  team	  performance	  was	  found	  to	  be	  
mildly	   significant	   (sig.	   071).	   Diversity	   in	   career	   experience	   strengthens	   the	   effect	   of	   the	  
timeout.	  Good	  before	   the	   timeout	  means	  worse	  after,	  and	  bad	  before	   the	   timeout	  means	  
better	  after.	  This	  research	  shows	  that	  the	  timing	  of	  a	  timeout	  is	  essential,	  even	  more	  so	  for	  
teams	  with	  high	  experience	  diversity,	  since	  they	  experience	  a	  stronger	  timeout	  effect.	  
	  
Key	   words:	   Intervention,	   team	   performance,	   career	   experience,	   diversity,	   basketball	   and	  
timeout.	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1. 	   INTRODUCTION	  
In	  this	  chapter,	  the	  subject	  of	  this	  research	  is	  introduced,	  starting	  with	  the	  research	  problem	  
(1.1),	  followed	  by	  the	  research	  relevance	  (1.2),	  the	  research	  question	  (1.3)	  and	  the	  research	  
goal	  (1.4).	  	  
	  
1.1 RESEARCH	  PROBLEM	  
The	   aim	   of	   this	   research	   is	   to	   add	   knowledge	   about	   how	   team	   performance	   can	   be	  
influenced.	   “Teams	   increasingly	   have	   become	   a	  way	   of	   life	   in	  many	   organizations”	   (Salas,	  
Cooke,	  &	  Rosen	  ,	  2008,	  p.	  540)	  and	  nearly	  half	  of	  all	  the	  organizations	  use	  teams	  (Devine	  et	  
al.	  1999).	  There	  is	  a	  lot	  of	  research	  on	  teams	  in	  organizations	  and	  the	  performance	  of	  those	  
teams	  (Guzzo	  &	  Dickson,	  1996;	  Ilgen,	  Hollenbeck,	  Johnson,	  &	  Jundt,	  2005;	  Kozlowski	  &	  Bell,	  
2001;	  Devine,	  Clayton,	  Philips,	  Dunford,	  &	  Melner,	  1999).	  Teams	  give	  organizations	  a	  way	  to	  
respond	   to	   the	   high	   outside	   pressures	   and	   the	   need	   for	   diverse	   skills,	   expertise	   and	  
experience.	   The	   outside	  world	   demands	  more	   rapid,	   flexible,	   and	   adaptive	   responses	   and	  
teams	  give	  organizations	  a	  way	  of	  satisfying	  these	  demands	  (Kozlowski	  &	  Bell,	  2001).	  The	  use	  
of	  teams	  in	  organizations	  has	  a	  positive	  effect	  on	  organizational	  performance.	  Organizations	  
rely	   a	   lot	   more	   on	   teams	   today	   and	   therefore	   the	   team	   performance	   has	   an	   increasing	  
impact	   on	   an	   organization’s	   overall	   performance.	   This	   makes	   team	   performance	   of	   great	  
interest	  to	  both	  researchers	  and	  organizations.	  
“Team	   performance	   is	   defined	   as	   the	   extent	   to	   which	   a	   team	   accomplishes	   its	   goals	   or	  
mission”	   (Devine	  &	   Philips,	   2001).	  Measuring	   a	   team’s	   performance	   provides	   feedback	   to	  
correct	   deficiencies	   (Rosen,	   Salas,	   Wilkinson,	   King,	   Salisbury,	   &	   Augenstein,	   2008).	  
Measuring	   team	   performance	   will	   also	   give	   insight	   to	   whether	   the	   team	   is	   performing	  
according	  to	  expectations.	  Since	  team	  performance	  has	  a	  great	  impact	  on	  the	  organization’s	  
overall	  performance,	  when	  teams	  do	  not	  function	  as	  desired	  the	  organization	  will	  suffer	  and	  
an	   intervention	  may	  be	  needed	   to	   improve	   the	   team’s	  performance.	   “An	   intervention	   is	   a	  
deliberate	   attempt	   to	   change	   an	   organization	   or	   a	   sub-­‐unit	   toward	   a	   different	   and	  more	  
effective	   state”	   (Cummings	   &	   Worley,	   2008,	   p.	   151).	   Since	   the	   current	   world	   asks	  
organizations	  to	  be	  flexible	  and	  adaptive	  (Kozlowski	  &	  Bell,	  2001),	  it	  is	  becoming	  increasingly	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important	   for	   teams	   to	   respond	   to	   changes	   and	   interventions.	   Existing	   theory	   points	   to	  
interventions	  having	  a	  positive	  effect	  on	  team	  performance.	  According	  to	  Guzzo	  &	  Dickson	  
(1996),	   team	   oriented	   interventions	   affect	   both	   the	   financial	   (profits	   and	   costs)	   and	  
behavioral	   (absenteeism,	   turnover	   and	   safety)	   measures	   of	   performance	   of	   teams	   in	   a	  
positive	  way.	  An	   intervention	  can	  be	  beneficial	   to	   the	   team’s	  performance	  because;	   it	   can	  
help	  create	  shared	  mental	  models,	  get	  team	  member’s	  opinions	  on	  the	  situation,	  motivate	  
employees,	  set	  new	  goals,	  and	  adjust	  goals	  or	  help	  to	  solve	  a	  specific	  problem	  (Kozlowski	  &	  
Bell,	  2001).	  According	  to	  Morgeson	  &	  DeRue	  (2006),	  interventions	  by	  leaders,	  like	  coaching	  
or	  sense	  making,	  enhance	  team	  functioning	  by	  intervening	  in	  contexts	  of	  specific	  events	  or	  
disturbances	  to	  the	  team,	  like	  problems	  or	  bad	  performances.	  Interventions	  are	  not	  always	  
needed,	   however.	   Inappropriate	   interventions	   will	   have	   a	   negative	   effect	   on	   team	  
functioning.	   Intervening	   when	   not	   necessary	   undermines	   the	   team	   self-­‐management	   and	  
forces	  the	  team	  out	  of	  their	  routines	  (Morgeson,	  2005).	  Intervening	  by	  leaders	  while	  there	  is	  
no	   direct	   need	   is	   negatively	   associated	   with	   perceived	   leader	   effectiveness,	   while	  
intervening	   during	   a	   disruptive	   event	   is	   positively	   associated	   with	   perceived	   leadership	  
effectiveness	   (2005).	   This	   shows	   that	   it	   is	   essential	   to	  only	   intervene	  when	  needed.	  While	  
interventions	  seem	  to	  have	  a	  positive	  influence	  on	  team	  performance,	  over	  one	  third	  of	  the	  
interventions	   in	   the	   study	   of	   Kluger	   &	   DeNisi	   (1996)	   led	   to	   a	   performance	   decrease.	  
Offermann	  &	  Spyros	  (2001)	  show	  in	  their	  study	  that	  only	  one	  third	  of	  the	  team	  interventions	  
are	  evaluated	  on	  objective	  measures.	   	  This	  shows	  that	  while	   interventions	  seem	  to	  have	  a	  
positive	  effect	  on	   team	  performance	   in	   some	  circumstances,	   there	  are	   also	   circumstances	  
under	  which	  interventions	  are	  not	  beneficial	  to	  team	  performance	  and	  the	  desired	  change	  is	  
not	  accomplished.	  Investigating	  how	  to	  improve	  a	  team’s	  ability	  to	  respond	  to	  interventions	  
and	   thereby	   improving	   team	  performance	  should	  bring	  new	   information	  on	   the	  subject	  of	  
team	  performance.	  The	  first	  goal	  of	  this	  study	  is	  to	  investigate	  under	  which	  circumstances	  an	  
intervention	   improves	   team	  performance	   and	   in	  which	   circumstances	   an	   intervention	   can	  
have	   a	   negative	   effect	   on	   team	   performance	   so	   that	   more	   interventions	   can	   result	   in	  
increased	   team	   performance	   and	   organizations	   will	   be	   more	   successful	   in	   completing	  
changes.	  
There	   are	   several	   circumstances	   that	   can	   impact	   team	   performance	   and	   intervention	  
effectiveness.	   Team	   composition	   is	   investigated	   as	   a	   moderator	   on	   the	   effect	   of	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interventions	   on	   team	   performance,	   because	   the	   combination	   of	   member	   attributes	   can	  
have	  a	  powerful	  influence	  on	  the	  team	  processes	  and	  its	  outcomes	  (Kozlowski	  &	  Bell,	  2001).	  
Team	   composition	   is	   a	   common	  mechanism	   through	   which	   researchers	   and	   practitioners	  
have	   sought	   to	   increase	   team	  performance	   (Bell,	   2007).	  Because	   of	   its	   influence	   on	   team	  
performance,	   it	   is	   likely	   that	   team	   composition	   has	   a	   great	   impact	   on	   how	   interventions	  
affect	  team	  performance.	  A	  better	  understanding	  what	  role	  team	  composition	  plays	  in	  team	  
performance	  will	   help	   construct	  more	   effective	   teams.	   Looking	   at	   how	   team	   composition	  
impacts	   the	   effectiveness	   of	   interventions	   adds	   knowledge	   on	   how	   to	   create	   effective	  
interventions.	  Existing	  research	  on	  team	  composition	  focuses	  on	  a	  wide	  range	  of	  attributes	  
that	   could	   be	   of	   influence	   on	   team	   performance,	   such	   as:	   group	   size	   (Kozlowski	   &	   Bell,	  
2001),	   team	   structure	   (Johnson	   et	   al.,	   2006),	   demography	   (Kozlowski	   &	   Bell,	   2001),	  
personalities	   (Bell,	   2007),	   and	  many	  more.	   This	   research	   foucuses	  on	   the	  aspect	  of	   career	  
experience,	  because	  experienced	  employees	  are	  often	  asociated	  with	  resistance	  to	  change	  
(Lyon,	  Hallier,	  &	  Glover,	  1998)	  and	   inflexibility	   (Magd,	  2003),	  but	  career	  experience	   is	  also	  
associated	  with	  increased	  performance	  (Huckman,	  Staats,	  &	  Upton,	  2009)	  and	  considered	  as	  
an	  important	  determent	  for	  team	  success	  in	  the	  NBA	  (Tarlow,	  2012).	  Experience	  is	  seen	  as	  a	  
factor	  that	  can	  be	  both	  beneficial	  as	  well	  as	  detrimental	  to	  the	  succes	  of	  an	  intervention.	  The	  
ambiguity	   on	   the	   role	   of	   experience	   in	   team	   performance	   and	   in	   the	   change	   processes	  
makes	  it	  an	  attractive	  topic	  for	  research.	  This	  research	  focuses	  on	  the	  career	  experience	  of	  
the	  team	  members.	  Career	  experience	  is	  the	  length	  of	  time	  spent	  in	  a	  specific	  field	  and	  the	  
number	   of	   times	   that	   tasks	   have	   been	   performed	   in	   that	   field	   (Tesluk	   &	   Jacobs,	   1998).	  
Although	   Lyon	   et	   al.	   (1998)	   found	   experience	   to	   be	   associated	  with	   resistance	   to	   change,	  
experience	  has	  a	  positive	  effect	  on	  change	  readiness	  and	  change	  readiness	  is	  an	  important	  
determent	   for	   the	   success	   of	   an	   intervention,	   according	   to	   Metselaar	   (1997).	   Therefore	  
more	   experience	   in	   teams	   is	   expected	   to	   result	   in	   more	   successful	   interventions.	   Career	  
experience	  is	  an	  element	  of	  team	  composition	  and	  according	  to	  Steiner	  (1972)	  “a	  complete	  
satisfactory	   description	   of	   the	   composition	   of	   groups	   must	   deal	   with	   members’	   average	  
scores	   on	   attributes	   as	   well	   as	   with	   their	   dispersion	   around	   those	   averages”	   (p.	   106).	  
Therefore	   career	   experience	   is	   investigated	   through	   average	   career	   experience	   and	  
dispersion	  (or	  diversity)	  in	  experience	  within	  the	  team.	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To	   investigate	   how	   interventions	   affect	   team	   performance	   and	   whether	   this	   effect	   is	  
moderated	  by	  career	  experience,	  it	  is	  important	  to	  have	  proper	  data	  on	  team	  performance.	  
Langan-­‐Fox,	  Wirth,	   Code,	   Langfield-­‐Smith	  &	  Wirth	   (2001)	   state	   that	   performance	   data	   on	  
teams	   in	   organizations	   is	   hard	   to	   gather	   which	   makes	   it	   hard	   to	   investigate	   how	   team	  
performance	  is	  affected	  by	  interventions.	  	  Data	  on	  team	  performance	  in	  sports,	  on	  the	  other	  
hand,	  is	  widely	  available	  according	  to	  Langan-­‐Fox	  et	  al.	  (2001).	  In	  the	  field	  of	  sports	  one	  can	  
find:	   “large,	   reliable	   and	   easily	   available	   data	   sets	   that	   provide	   simple	   and	   uncontentious	  
performance	  measures”	  (Audas,	  Dobson,	  &	  Goddard,	  2002,	  p.	  633).	  Next	  to	  the	  availability	  
of	   data	   on	   team	   performance,	   competing	   teams	   in	   any	   sport	   tend	   to	   have	   similar	  
organizational	   structures,	   pursue	   similar	   or	   identical	   objectives,	   and	   supply	   identical	  
products	   using	   identical	   technologies.	   Therefore	   team	   sports	   provide	   fertile	   territory	   in	  
which	   to	   investigate	   the	   relationship	   between	   the	   managerial	   input	   and	   organizational	  
performance	   (Audas	   et	   al.	   2002).	  Wolfe	  &	  Weick	   (2005)	   state	   that	   sports	   is	   an	   institution	  
that	  provides	  us	  with	  a	  convenient	  laboratory	  in	  which	  “the	  rate	  and	  type	  of	  change	  and	  the	  
reward	   system	   in	   sport	   provide	   us	   with	   a	   microcosm	   of	   the	   society	   in	   which	   sport	   is	  
embedded”	   (p.	   184)	   and	   “the	   world	   of	   sports	   mirrors	   the	   world	   of	   work”	   (p.	   184).	   The	  
availability	  of	  data	  in	  sports	  makes	  it	  especially	  very	  suitable	  for	  exploring	  certain	  relations.	  	  
Another	   problem	   researchers	   deal	   with	   while	   investigating	   the	   effect	   of	   interventions	   on	  
team	   performance	   in	   the	   business	   world	   is	   that	   for	   measuring	   the	   effect	   of	   any	   given	  
intervention,	  the	  process	  requires	  two	  measuring	  points	  (before	  the	  intervention	  and	  after)	  
and	  requires	  all	  factors	  that	  could	  influence	  the	  outcome	  to	  remain	  the	  same	  (Eddy,	  1998).	  
Usually	  there	  is	  so	  much	  going	  on	  that	  it	  is	  hard	  to	  determine	  whether	  a	  measured	  change	  
was	  due	  to	  the	  intervention	  or	  some	  other	  change	  in	  the	  environment.	  The	  field	  of	  sports,	  
and	  basketball	  especially,	  give	  a	  proper	  field	  in	  which	  a	  clear	  intervention	  takes	  place	  and	  all	  
other	   factors	   remain	   largely	   the	   same.	   And	   according	   to	   Keidel	   (1985),	   sports	   and	   sports	  
teams	   serve	   as	   a	   great	   example	   for	   businesses	   and	   managers	   to	   try	   and	   learn	   from.	  
Therefore	   the	   field	   of	   sports	   seems	   a	   suitable	   place	   to	   test	   the	   effect	   of	   interventions	   on	  
team	  performance,	  plus	  the	  moderation	  of	  career	  experience.	  
By	   choosing	   the	   field	   of	   sports	   as	   a	   laboratory	   for	   this	   research,	   different	   kinds	   of	   team	  
sports	  were	  possible	  to	  choose	  from.	  In	  this	  study	  the	  National	  Basketball	  Association	  (NBA)	  
is	  chosen	  as	  the	  field	  of	  research.	  Basketball	  teams	  resemble	  work	  teams	  in	  the	  sense	  that	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basketball	   teams	   have	   high	   interdependencies	   in	   comparison	   to,	   for	   example,	   American	  
football	  and	  baseball	  teams.	  The	  high	  interdependencies	  compare	  well	  to	  most	  work	  teams.	  
(Katz,	   2001).	   Also,	   basketball	   teams	   use	   a	   clear	   type	   of	   intervention	   in	   the	   form	   of	   the	  
timeout,	   which	   makes	   investigating	   the	   effect	   of	   an	   intervention	   on	   team	   performance	  
possible.	  Another	   characteristic	   that	  makes	  NBA	   teams	   suitable	   for	   comparison	  with	  most	  
work	  teams	  is	  that	  in	  the	  NBA	  teams	  consist	  of	  10	  to	  15	  individuals,	  which	  is	  comparable	  to	  
business	   teams	   sizes	  used	   in	   research	   (Tihanyi,	   Ellstrand,	  Daily,	  &	  Dalton,	  2000;	  Ancona	  &	  
Caldwell,	   1992;	  Cooper	  &	  Wakelam,	  1999;	  Morgeson	  &	  DeRue,	   2006).	  Other	   team	   sports,	  
like	   American	   football	   (53	   team	   members	   (NFL,	   2010))	   and	   baseball	   (40	   team	   members	  
(MLB,	   2014))	   all	   have	   larger	   teams	   that	   consist	   of	  more	  members	  which	  makes	   them	   less	  
suitable	  to	  comparisons	  to	  business	  teams.	  	  
The	  National	  Basketball	  Association	  (NBA)	  is	  a	  professional	  basketball	  league	  and	  the	  largest	  
basketball	   league	   in	   the	   world	   when	   it	   comes	   to	   money	   (Pudasaini,	   2014)	   and	   viewers	  
(Gaines,	   2014).	   Performance	   data	   on	   teams	   participating	   in	   the	   NBA	   is	   widely	   available	  
(Audas	   et	   al.	   2002),	   which	  makes	   the	   NBA	   an	   excellent	   laboratory	   to	   study	   the	   effect	   of	  
interventions	  on	  team	  performance	  and	  the	  moderating	  effect	  of	  career	  experience.	  
	  
1.2 RESEARCH	  RELEVANCE	  
This	  research	  aims	  to	  further	  investigate	  the	  effect	  of	  an	  intervention	  on	  team	  performance.	  
The	   effect	   of	   an	   intervention	   is	   investigated	   along	  with	   the	  moderating	   effect	   of	   average	  
team	  experience	  and	  diversity	  in	  team	  experience.	  Since	  there	  is	  still	  ambiguity	  on	  the	  effect	  
of	  interventions,	  this	  research	  intends	  to	  give	  an	  understanding	  on	  when	  interventions	  may	  
be	   successful	   and	  when	   they	  may	  not	   be.	   Looking	   at	   how	   the	   effect	   of	   an	   intervention	   is	  
moderated	  by	   average	   career	   experience	  and	  diversity	   in	   career	   experience	  adds	   value	   to	  
the	   field	   of	   team	   performance,	   since	   team	   performance	   literature	   lacks	   research	   on	   how	  
career	   experience	   influences	   the	   effect	   of	   interventions	   on	   team	   performance.	   At	   this	  
moment	   it	   is	   not	   clear	   what	   mix	   of	   career	   experience	   in	   teams	   will	   help	   teams	   respond	  
positively	  to	  interventions.	  This	  research	  looks	  to	  uncover	  how	  to	  form	  teams	  that	  respond	  
well	  to	  interventions	  and	  thereby	  increase	  team	  performance.	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Uncovering	  the	  role	  career	  experience	  plays	  within	  a	  team’s	  response	  to	   interventions	  will	  
help	  managers	   construct	   teams	   that	  will	   be	   capable	   of	   increasing	   their	   performance	   after	  
interventions	  and	  thereby	  improve	  team	  performance.	  	  
The	  moderating	  effect	  of	  career	  experience	  (average	  and	  diversity)	  on	  the	  effectiveness	  of	  
interventions	  is	  investigated	  in	  this	  study.	  The	  intervention	  examined	  is	  the	  timeout	  and	  the	  
team	  performance	  is	  studied	  by	   looking	  at	  the	  offensive	  and	  defensive	  output	  of	  the	  team	  
that	  took	  the	  timeout.	  	  
	  
1.3 RESEARCH	  QUESTION	  
The	  research	  question	  is:	  	  









“What	   effect	   does	   a	   timeout	   have	   on	   team	   performance	   and	   how	   is	   this	   effect	  
moderated	  by	  average	  career	  experience	  and	  diversity	  in	  career	  experience?”	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Figure	  1	  Conceptual	  model	  
	  
Figure	  1	  shows	  how	  this	  study	  looks	  to	  answer	  the	  following	  questions:	  	  
• Do	  interventions	  help	  increase	  team	  performance?	  
• Do	  more	  experienced	  teams	  have	  a	  bigger	  performance	  increase	  after	  interventions	  
compared	  to	  less	  experienced	  teams?	  
• Does	   diversity	   in	   experience	   make	   teams	   perform	   better	   after	   interventions	  













Dependent	  variable	  X:	  
• Team	  performance	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1.4 RESEARCH	  GOAL	  
The	  goal	  of	  this	  research	  is	  to	  gain	  knowledge	  that	  will	  help	  managers	  run	  their	  teams	  better	  
and	  contribute	  to	  increasing	  team	  performance.	  This	  study	  looks	  to	  add	  knowledge	  on	  how	  
team	  performance	  can	  be	  influenced	  through	  interventions.	  Using	  the	  field	  of	  sports	  as	  the	  
field	  of	  research	  should	  enables	  studying	  effects	  that	  would	  be	  hard	  to	  examine	  in	  a	  business	  
setting,	  such	  as	  the	  direct	  effect	  of	  an	  intervention	  on	  team	  performance.	  By	  looking	  at	  team	  
performance	   from	   this	   perspective,	   this	   research	   looks	   to	   gain	   new	   knowledge	   on	   team	  
performance	  that	  should	  be	  applicable	  to	  teams	  in	  all	  kinds	  of	  different	  settings.	  
The	   effect	   of	   career	   experience	   on	   the	   impact	   of	   an	   intervention	   is	   investigated.	   By	  
investigating	  this	  effect,	  this	  research	  should	  give	  more	  understanding	  on	  how	  teams	  can	  be	  
formed	  that	  respond	  favorable	  to	  interventions.	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2. LITERATURE	  
This	   chapter	   contains	   the	   literature	   this	   study	   is	   based	   on.	   First,	   the	   theory	   on	   teams	   is	  
covered	   (2.1),	   followed	   by	   team	   performance	   (2.2),	   interventions	   (2.3)	   and	   career	  
experience	  (2.4).	  	  
	  
2.1 TEAMS	  
This	  paragraph	  describes	  what	  a	  team	  is	  and	  what	  kind	  of	  team	  is	  being	  investigated	  in	  this	  
research.	  Table	  1	  shows	  a	  comparison	  between	  work	  teams	  as	  defined	  by	  Kozlowski	  &	  Bell	  
(2001)	  and	  NBA	  teams.	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Table	  1	  Comparison	  work	  teams	  vs.	  NBA	  teams	  
Work	  teams	   NBA	  team	  
Composed	  of	  two	  or	  more	  individuals	   Composed	  of	  10	  to	  15	  individuals	  (NBA,	  2014)	  
Perform	  organizationally	  relevant	  tasks	   Perform	   organizationally	   relevant	   tasks	   (helping	   the	  
organization	   become	   successful	   by	   winning	   games)	  
(Zimbalist,	  2003)	  
Share	  one	  or	  more	  common	  goals	   Winning	  a	  championship	  is	  a	  common	  goal	  (Zimbalist,	  
2003)	  
Interact	  socially	   Social	   interaction	   is	   positively	   linked	   to	   performance	  
with	  NBA	  teams	  (Kraus,	  Huang	  ,	  &	  Keltner,	  2010)	  
Exhibit	  task	  interdependencies	   Basketball	   teams	  are	  among	   the	   teams	   that	  are	  most	  
interdependent	   compared	   to	   the	   major	   American	  
sports	  like	  football	  and	  baseball	  (Wolfe	  &	  Weick,	  2005,	  
Katz,	  2001)	  
Maintain	  and	  manage	  boundaries	   Players	   get	   suspended	   when	   not	   conducting	   team	  
rules	  (Goliver,	  2014)	  
Are	   embedded	   in	   organizational	   contexts	  
that	  set	  boundaries	  
Team	  suspends	  players	  when	  they	  don’t	  conduct	  rules	  
(NBA,	  2013).	  
	  
There	  is	  a	  resemblance	  between	  work	  teams	  and	  NBA	  teams	  among	  the	  points	  investigated.	  
This	  shows	  why	  it	  makes	  sense	  to	  use	  NBA	  teams	  as	  a	  test	  case	  for	  testing	  the	  moderating	  
effect	  of	  experience	  on	  the	  intervention	  and	  team	  performance	  relation.	  	  
An	  essential	  element	  for	  a	  team	  to	  perform	  is	  the	  team	  duration.	  Whether	  team	  members	  
expect	   to	   work	   together	   one	   time	   or	   for	   multiple	   tasks	   makes	   a	   difference.	   “Teams	   are	  
considered	  short-­‐term	  if	  they	  both	  worked	  interdependently	  on	  a	  particular	  task	  and	  had	  the	  
expectation	  of	  disbanding	  once	  the	  task	  is	  complete.	  Teams	  are	  considered	  ongoing	   if	  they	  
both	  work	   together	   for	   an	   extended	   period	   of	   time	   and	   have	   the	   expectation	   of	  working	  
together	  on	  future	  tasks”	  (Bradley,	  White,	  &	  Mennecke,	  2003).	  	  An	  NBA	  team	  is	  considered	  a	  
long	  term	  team,	  because	  players	  on	  a	  team	  are	  expected	  to	  play	  on	  the	  team	  for	  the	  season	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(baring	  trades	  or	  cuts)	  and	  the	  average	  time	  a	  player	  spends	  with	  a	  team	  is	  between	  the	  2	  
and	  3,5	  seasons	  (hispanosnba,	  2014).	  Therefore	  NBA	  teams	  should	  be	  compared	  to	  ongoing	  
work	  teams.	  	  
There	   are	  many	   different	   types	   of	   work	   teams	   possible	   and,	   next	   to	   the	   variety	   in	   team	  
duration,	  other	   factors	  play	  a	   role	   in	   the	   functioning	  of	  a	   team,	   such	  as	   single	   function	  or	  
cross	   function	   and	   self-­‐led	   or	   manager-­‐led.	   But	   while	   there	   are	   many	   different	   possible	  
teams,	  the	  research	  of	  Edmondson	  (1999)	  shows	  that	  the	  type	  of	  team	  is	  not	  always	  of	  great	  
influence.	   She	   found	   that	   the	   type	   of	   team	   has	   no	   significant	   effect	   on	   team	   learning	  
because	  team	  learning	   is	  about	   individuals	  taking	  action	  in	  the	  presence	  of	  others	  and	  this	  
notion	  should	  be	  the	  same	  across	  different	  settings.	  If	  this	  is	  also	  true	  for	  individuals	  in	  the	  
context	   of	   changing,	   the	   results	   of	   this	   research	   should	   hold	   up	   with	   different	   types	   of	  
teams.	  	  
	  
2.2 TEAM	  PERFORMANCE	  
“Team	   performance	   is	   defined	   as	   the	   extent	   to	   which	   a	   team	   accomplishes	   its	   goals	   or	  
mission”	  (Devine	  &	  Philips,	  2001).	  	  
Hackman	   (1987)	   describes	   that	   individual	   level	   factors,	   group	   level	   factors	   and	  
environmental	   factors	   influence	   the	   group	   interaction	   process	   and	   eventually	   the	   output,	  
which	  is	  team	  performance	  (see	  figure	  2).	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Figure	  2	  Input-­‐process-­‐output	  framework	  (Hackman,	  1987)	  
	  
Individual	  factors	  (such	  as	  pattern	  member	  skills,	  attitudes	  and	  personality	  characteristics),	  
group	   level	   factors	   (structure,	   level	   of	   cohesiveness	   and	   group	   size)	   and	   environmental	  
factors	   (group	  task	  characteristics,	   reward	  structure	  and	   level	  of	  environmental	   stress)	  are	  
all	   factors	   that	   influence	   the	   group	   interaction	   process	   and	   eventually	   the	   team	  
performance.	  The	  conceptual	  model	  (see	  figure	  1)	  used	  in	  this	  study,	  is	  a	  simplified	  model	  of	  
the	   framework	   used	   by	   Hackman.	   This	   research	   looks	   at	   how	   the	   individual	   factor	  
“experience	   of	   the	   team	   members”	   affects	   the	   performance	   outcomes.	   Team-­‐	   and	  
environmental	   factors	   are	   not	   included.	   The	   group	   process	   is	   reduced	   to	   the	   intervention	  
and	  only	  the	  performance	  outcomes	  are	  measured.	  Therefore	  this	  research	  only	  uses	  a	  small	  
part	   of	   the	  model	   of	   Hackman’s	   framework,	   however	   the	   studied	   relations	   are	   the	   same	  
(individual	  factors’	  impact	  through	  the	  group	  interaction	  process	  to	  team	  performance).	  	  
There	  are	  multiple	  ways	  to	  measure	  team	  performance.	  De	  Dreu	  &	  Weingart	  (2003)	  found	  in	  
their	   meta-­‐analysis	   on	   team	   performance	   that	   commonly	   applied	   team	   performance	  
measurements	   are;	   decision	   quality,	   product	   quality,	   production	   quantity,	   team	  
effectiveness,	   reported	   performance	  measures	   obtained	   from	   team	  members	   themselves	  
and	  performance	  ratings	  from	  supervisors.	  De	  Dreu	  &	  Weingart	  (2003)	  also	  point	  out	  that	  it	  
is	  preferable	  to	  take	  the	  most	  objective	  performance	  measure,	   thereby	  choosing	  objective	  
group	  interaction	  process	  
environmental	  factors	  
team	  factors	  
individual	  factors	   performance	  outcomes	  
other	  outcomes	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data	   over	   performance	   ratings	   from	   team	  members	   or	   supervisors.	   Performance	   data	   on	  
teams	   in	   organizations	   is	   hard	   to	   gather,	   which	   makes	   it	   hard	   to	   investigate	   how	   team	  
performance	   is	   affected	   by	   interventions	   (Langan-­‐Fox	   et	   al.	   2001).	   	   Data	   on	   team	  
performance	  in	  sports,	  on	  the	  other	  hand,	  is	  widely	  available	  according	  to	  Langan-­‐Fox	  et	  al.	  
(2001).	  In	  the	  field	  of	  sports	  one	  can	  find:	  “large,	  reliable	  and	  easily	  available	  data	  sets	  that	  
provide	  simple	  and	  uncontentious	  performance	  measures”	  (Audas	  et	  al.	  2002,	  p.	  633).	  The	  
field	  of	  sports	  provides	  the	  objective	  data	  on	  team	  performance.	  	  
Basketball	   teams	   compete	   against	   each	   other	   to	   win	   games	   and	   eventually	   to	   win	   the	  
championship	   (Zimbalist,	   2003).	   Within	   the	   context	   of	   a	   basketball	   game,	   numerous	  
measures	   are	   used	   to	   determine	   a	   team’s	   performance.	   The	   most	   telling	   statistic	   is	   the	  
points	   scored,	   since	   the	   team	   that	   scores	   the	  most	   points	  wins	   the	   game.	   Sampaio	   et	   al.	  




“An	   intervention	   is	   a	   deliberate	   attempt	   to	   change	   an	   organization	   or	   a	   subunit	   toward	   a	  
different	  and	  more	  effective	  state”	  (Cummings	  &	  Worley,	  2008,	  p.	  151).	  This	  study	  focuses	  
on	  interventions	  on	  team	  level.	  	  
There	  are	  several	  ways	  interventions	  can	  impact	  team	  performance.	  An	  intervention	  can	  be	  
used	  to	  improve	  team	  performance	  (Buljac-­‐Samardzic,	  Dekker-­‐van	  Doorn,	  van	  Wijngaarden,	  
&	   van	  Wijk,	   2010).	   Team	   performance	   can	   be	   improved	   by	   using	   interventions	   for	   giving	  
individual	   feedback	  and	   feedback	   to	   the	   team	  as	  whole.	  Giving	   feedback	   to	   the	   team	  as	  a	  
whole	   results	   in	   improved	   attitudes	   towards	   the	   team	   and	   individual	   level	   feedback	   also	  
resulted	  in	  performance	  improvements	  for	  the	  team	  (DeShon,	  Kozlowski,	  Schmidt,	  Milner,	  &	  
Wiecmann,	   2004).	   Updating	   the	   team	   about	   the	   situation,	   sharing	   information	   on	   the	  
situation	  with	  them,	  and	  determining	  an	  updated	  plan	  of	  action	  all	  contribute	  to	  improved	  
team	  performance	   (Hunt,	   Shilkofski,	   Stavroudis,	  &	  Nelson,	  2007).	  Another	  possible	  way	  of	  
increasing	  team	  performance	  through	  an	  intervention	  is	  by	  using	  the	  intervention	  to	  clarify	  
the	  team	  goals	  and	  strategies.	  Clarifying	  team	  goals	  and	  strategies	  has	  a	  positive	  effect	  on	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team	  performance	  (Fussel,	  Kraut,	  Lerch,	  Scherlis,	  McNally,	  &	  Cadiz,	  1998).	  Interventions	  can	  
also	  enhance	  team	  performance	  by:	  creating	  shared	  mental	  models,	  getting	  team	  members’	  
opinions	  on	  the	  situation,	  motivating	  employees,	  setting	  new	  goals,	  and	  adjusting	  goals	  or	  
solving	  a	  specific	  problem	  (Kozlowski	  &	  Bell,	  2001).	  Therefore,	  it	  is	  expected	  that	  teams	  will	  
perform	  better	  after	  an	  intervention	  then	  they	  did	  before	  the	  intervention.	  	  
There	  are	  many	  types	  of	  interventions	  possible	  within	  organizational	  change,	  ranging	  from;	  
mergers,	  acquisitions,	  organizational	  design	  to	  downsizing,	  work	  design,	   team	  building	  and	  
goal	   setting	   (Cummings	   &	  Worley,	   2008).	   The	   intervention	   studied	   in	   this	   research	   is	   the	  
timeout:	  a	  common	  way	  to	  intervene	  within	  a	  basketball	  game.	  A	  timeout	  is	  an	  intervention	  
that	   is	  used	  to	  disrupt	  an	  opponent’s	  scoring	  streak	  or	  their	  behavioral	  momentum	  (Mace,	  
Lally,	  Shea,	  &	  Nevin,	  1992). Since	  the	  aim	  of	  this	  study	  is	  to	  add	  value	  for	  business	  teams,	  it	  
seems	  valuable	  to	  investigate	  how	  a	  timeout	  translates	  to	  interventions	  used	  with	  business	  
teams.	  A	   timeout	   is	   an	   intervention	   in	  which	  coaches	  mainly	  adapt	   strategies	  and	  provide	  
information	  or	  feedback	  (Cloes,	  Bavier,	  &	  Pieron,	  2000).	  Of	  the	  many	  types	  of	  organizational	  
interventions	   out	   there,	   one	   that	   comes	   really	   close	   to	   the	   timeout	   is	   a	   performance	  
apraisal:	  an	  intervention	  in	  which	  work	  related	  achievements,	  strenghts	  and	  weaknesses	  are	  
assesed.	   It	   is	  a	  primary	   tool	   for	  providing	  performance	   feedback	   to	   individuals	  and	  groups	  
(Cummings	  &	  Worley,	  2008).	  	  
Statistical	   research	   on	   the	   effect	   of	   a	   timeout	   on	   team	   performance	   is	   scarce	   (Gomez,	  
Jimenez,	  Navarro,	  Lago,	  &	  Sampaio,	  2011).	  The	  status	  quo	  on	  the	  effect	  of	  timeouts	  on	  team	  
performance	  in	  existing	  literature	  is	  analyzed	  by	  examining	  the	  first	  five	  articles	  that	  showed	  
up	  through	  a	  search	  with	  Google	  scholar	  on	  the	  following	  search	  words:	  timeout	  +	  basketball	  
+	   effect	   +	   team	   performance.	   The	   search	   was	   conducted	   on	   September	   25th	   of	   2014	   at	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Table	  1	  Analysis	  status	  qua	  of	  effect	  timeout	  on	  team	  performance	  






Behavioral	   momentum	   in	  
college	  basketball	  





Saavedra,	  S.	  	  
Mukherjee,	  S.	  
Bagrow,	  J.P.	  
Is	   coaching	   experience	  
associated	  with	   effective	   use	  
of	  timeouts	  in	  basketball?	  






Brief	  exploration	  of	  short	  and	  
mid-­‐term	   timeout	   effects	   on	  
basketball	   scoring	   according	  
to	  situational	  variables	  
(2013)	   European	  









Effects	   of	   coaches'	   timeouts	  
on	   basketball	   teams'	  
offensive	   and	   defensive	  
performances	   according	   to	  
momentary	   differences	   in	  
score	  and	  game	  period	  
(2011)	   European	  




Permutt,	  S.	  	   The	   Efficacy	   of	   Momentum-­‐
Stopping	   Timeouts	   on	   Short-­‐
Term	   Performance	   in	   the	  
National	   Basketball	  
Association	  
(2011)	   -­‐	   Positive	   effect,	   only	  
for	  the	  home	  team	  
	  
Out	  of	  the	  five	  articles	  analyzed,	  only	  one	  article	  (Saaverda	  et	  al.	  2012)	  found	  timeouts	  to	  be	  
of	  no	  effect	  on	  team	  performance.	  	  Saaverda	  et	  al.	  (2012)	  investigated	  the	  timeout	  effect	  by	  
comparing	  the	  scoring	  difference	  after	  a	  timeout	  to	  scoring	  differences	  throughout	  random	  
moments	   in	   the	   game	  where	  no	   timeout	  was	   called.	   The	  other	   four	   articles	   all	   concluded	  
that	   timeouts	   have	   a	   positive	   effect	   on	   team	   performance.	   Those	   articles	   compare	   pre-­‐
timeout	  performance	  to	  post-­‐timeout	  performance.	  Permutt	  (2011)	  found	  that	  this	  positive	  
effect	  only	  exists	  for	  the	  home	  team	  that	  calls	  the	  timeout.	  Reasons	  for	  assuming	  timeouts	  
have	   a	   positive	   effect	   on	   team	   performance	   are	   as	   follows:	   coaches	   get	   a	   chance	   to	   give	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their	  team	  new	  instructions	  (Gomez	  et	  al.	  2011),	  break	  an	  opponents	  momentum	  (Mace	  et	  
al.	   1992),	   change	   tactics	   or	   the	   game	   plan,	   cover	   the	   state	   of	   affairs,	   give	   solutions	   for	  
existing	  problems,	  give	  instructions	  and	  address	  certain	  issues	  (Mason,	  2011),	  give	  a	  chance	  
for	   physical	   recovery,	   and	   lastly	   it	   gives	   the	   possibilty	   to	   chance	   the	   pace	   of	   the	   game	  
(Sampaio	  et	  al.	  2013).	  This	  leads	  to	  the	  assumption	  that	  timeouts	  will	  have	  a	  positive	  effect	  
on	  team	  performance.	  	  
Hypothesis	   1:	   Timeouts	  will	   result	   in	   higher	   points	   per	   possession	   (both	   on	   offense	   and	  
defense)	  after	  the	  timeout	  compared	  to	  before	  the	  timeout.	  
	  
2.4 CAREER	  EXPERIENCE	  
Career	  experience	  is	  the	  length	  of	  time	  spent	  in	  a	  specific	  field	  and	  the	  number	  of	  times	  that	  
tasks	  have	  been	  performed	  in	  that	  field	  (Tesluk	  &	  Jacobs,	  1998).	  
Career	   experience	   is	   an	   element	   of	   team	   composition.	   Research	   on	   team	   composition	  
includes	  many	  different	  characteristics	  of	  team	  composition	  such	  as:	  group	  size	  (Kozlowski	  &	  
Bell,	   2001),	   team	   structure	   (Johnson	   et	   al.,	   2006),	   demography	   (Kozlowski	   &	   Bell,	   2001),	  
personalities	   (Bell,	   2007)	   and	   many	   more.	   This	   study	   focuses	   on	   the	   role	   of	   career	  
experience	  beacuese	  of	  the	  ambiguity	  that	  exists	  over	  the	  impact	  of	  experience	  on	  change	  
readiness.	   Career	   experience	   is	   an	   individual	   factor	   that	   can	   be	   of	   influence	   on	   the	   team	  
performance.	   This	   research	   looks	   to	   isolate	   the	   effect	   of	   career	   experience.	   All	   other	  
individual	  factors,	  team	  factors,	  and	  environmental	  factors	  are	  ignored	  in	  this	  research.	  	  
According	   to	   Steiner	   (1972)	   “a	   complete	   satisfactory	   description	   of	   the	   composition	   of	  
groups	   must	   deal	   with	   members’	   average	   scores	   on	   attributes	   as	   well	   as	   with	   their	  
dispersion	  around	  those	  averages”	  (p.	  106).	  Therefore	  career	  experience	  will	  be	  analyzed	  as	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2.4.1 AVERAGE	  CAREER	  EXPERIENCE	  
In	  this	  research,	  following	  the	  example	  of	  Cooper	  &	  Wakelam	  (1999),	  the	  years	  experience	  
of	  all	  the	  team	  members	  are	  summed	  as	  an	  estimate	  of	  average	  career	  experience.	  	  
Experience	   is	   an	   important	   predictor	   of	   team	   performance.	   Experience	   can	   affect	  
performance	   in	   two	  ways:	  by	  benefiting	   the	   individual	  performance	  and	  by	  benefiting	   the	  
team	   performance	   as	   a	   whole.	   Experience	   benefits	   the	   individual	   performance	   because	  
people	  derive	  knowledge	  through	  their	  experiences	  and	  can	  apply	  that	  knowledge	  to	  future	  
tasks.	   Through	  experience,	   people	   learn	   the	   easiest	  ways	   to	   perform	   tasks	   and	   the	   things	  
they	  should	  avoid	  when	  performing	  tasks	   	   (Humphrey	  et	  al.	  2009).	  Experience	  will	  make	   it	  
more	   likely	   for	   team	   members	   to	   know	   how	   to	   respond	   when	   infrequent	   events	   occur	  
(Humphrey	  et	  al.	  2009).	  	  
Experience	   benefits	   teams	   because	   experienced	   team	  members	   can	   share	   their	   acquired	  
knowledge	   to	  help	   less	  experienced	  members,	  helping	   them	   to	   learn	   to	  perform	  better	   in	  
their	  job	  (Humphrey	  et	  al.	  2009).	  When	  a	  team	  consists	  of	  members	  with	  a	  lot	  of	  experience,	  
there	  is	  a	  lot	  of	  collective	  experience	  to	  draw	  from,	  which	  should	  make	  the	  team	  capable	  of	  
responding	  to	  infrequent	  events.	  In	  this	  way,	  experience	  also	  benefits	  the	  team	  as	  a	  whole.	  
Therefore	   it	   is	   expected	   that	   teams	  with	  higher	  overall	   levels	  of	   career	  experience	  will	   be	  
better	  overall	  performers	  (Humphrey	  et	  al.	  2009).	  Career	  experience	  is	  positively	  associated	  
with	   job	   performance,	   and	   both	   theory	   and	   research	   suggest	   that	   workers	   with	   initial	  
experience	   are	   more	   capable	   of	   absorbing	   information	   from	   on-­‐the-­‐job	   training	   (Rynes,	  
Orlitzky,	   &	   Bretz,	   1997),	   which	   in	   turn	   should	  make	   it	   easier	   to	   adapt	   information	   during	  
interventions	   and	   enhance	   post	   timeout	   performance.	   Cooper	   Wakelam	   (1999)	   found	   in	  
their	  research	  on	  medical	  teams	  that	  more	  experienced	  teams	  were	  more	  dynamic:	  meaning	  
that	  they	  were	  more	  flexible	  and	  adaptable.	  These	  are	  both	  characteristics	  that	  should	  help	  
these	  teams	  respond	  better	  to	  interventions.	  Many	  researchers	  attest	  to	  the	  importance	  of	  
knowledge	  about	  the	  task	  itself	  and	  assert	  that	   increasing	  task	  knowledge	  is	  more	  likely	  to	  
positively	   affect	   performance	   than	   increasing	   interpersonal	   skills	   (Bradley	   et	   al.	   2003).	  
Experienced	  team	  members	  should	  have	  more	  task	  knowledge	  since	  they	  perform	  the	  task	  
longer	  and	  more	  often.	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Experience	   is	   positively	   related	   to	   change	   readiness,	   as	   people	   who	   have	  more	   (positive)	  
experience	  with	  changes,	  will	  be	  more	  capable	  of	  changing	  (Metselaar,	  1997).	  According	  to	  
Metselaar	  (1997)	  change	  readiness	  is	  important	  for	  the	  possible	  success	  of	  an	  intervention.	  
Weeks,	   Roberts,	   Chonko,	   &	   Jones	   (2004)	   found	   that	   percieved	   organizational	   change	  
readiness	   is	   a	   determent	   for	   how	   likely	   an	   employee	   is	   in	   investing	   to	   actually	  make	   the	  
change	  happen.	  The	  perception	  of	  the	  organization’s	  change	  readiness	  is	  related	  to	  the	  level	  
of	   performance	   of	   employees.	   When	   an	   employee	   performs	   good,	   he	   will	   see	   the	  
organization	  as	  more	  change	  ready.	  Motowidlo	  &	  Van	  Scotter	  (1994)	  found	  experience	  to	  be	  
postively	   related	   to	   task	   performance,	   meaning	   experience	   indirectly	   will	   lead	   to	   higher	  
levels	   of	   perceived	   organizational	   readiness	   for	   change.	   Next	   to	   individual’s	   levels	   of	  
performance,	   the	   perceived	   level	   of	   performance	   plays	   an	   important	   role	   in	   the	   change	  
readiness	   of	   people.	   Perceived	   personal	   performance	   correlates	   postively	   with	   change	  
readiness	   (Kwahk	  &	   Lee,	   2008).	   Experience	   increases	   the	  perceived	  personal	   performance	  
(Lai,	  Sivalingam,	  &	  Ramesh,	  2007)	  and	  should	  therefore	  benefit	  change	  readiness.	  	  
A	   literature	   research	   on	   the	   effect	   of	   average	   experience	   on	   intervention	   success	   was	  
performed	  to	  give	  a	  clear	  view	  of	  the	  status	  quo	  in	  the	  existing	  literature	  on	  this	  subject.	  A	  
literature	   research	   on	   how	   average	   career	   experience	   influences	   the	   relation	   between	  
interventions	   and	   team	   performance	   gave	   no	   results.	   Therefore	   the	   emphasis	   lies	   within	  
discovering	   which	   characteristics	   researchers	   attribute	   to	   career	   experience.	   The	   search	  
words	  used	  to	  find	  appropriate	  articles	  are:	  “career	  experience”	  +	  “characteristics”	  +	  “team	  
composition”.	   These	   words	   are	   used	   to	   find	   articles	   that	   give	   characteristics	   of	   career	  
experience	  within	  a	  team.	  The	  search	  was	  conducted	  through	  Google	  Scholar	  on	  September	  
28th	   of	   2014	   at	   12:30.	   The	   first	   five	   articles	   that	   were	   fully	   available	   were	   analyzed	   for	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Table	  3	  Characteristics	  of	  experience	  
Author(s)	   Title	  	   Year	  	   Journal	  	   Type	  of	  team	   Characteristics	  
of	  experience	  	  
Beckman,	  
C.M.	  	  
Burton,	   M.D.	  
O'Reilly,	  C.	  
Early	  teams:	  The	  
impact	  of	  team	  
demography	  on	  VC	  
financing	  and	  going	  
public	  














Developing	  a	  theory	  of	  
the	  strategic	  core	  of	  
teams:	  a	  role	  
composition	  model	  of	  
team	  performance	  
(2009)	   Journal	  of	  
Applied	  
Psychology	  









Ruef,	  M.	  	   Strong	  ties,	  weak	  ties	  
and	  islands:	  structural	  
and	  cultural	  predictors	  
of	  organizational	  
innovation	  









Hermann,	   P.	  
Datta,	  D.K.	  
Relationships	  between	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Average	  experience	  can	  have	  either	  a	  positive	  or	  a	  negative	  influence	  on	  a	  team,	  according	  
to	   the	   existing	   literature.	   	   Some	   of	   the	   described	   characteristics	   are	   expected	   to	   have	   a	  
positive	   influence	   on	   the	   team’s	   ability	   to	   respond	   to	   an	   intervention	   (better	   response	   to	  
infrequent	   situations,	  more	   dynamic	   and	  work	   together	   effectively).	   There	   are	   also	   some	  
characteristics	   that	  could	  make	  experienced	  teams	  respond	   less	  adequate	   to	   interventions	  
(less	   information	   processing	   skills	   and	   less	   innovative).	   Since	   four	   out	   of	   the	   five	   articles	  
analyzed	   emphasize	   the	   positive	   characteristics	   of	   average	   experience,	   the	   expectation	   is	  
that	  the	  positive	  characteristics	  of	  career	  experience	  will	  prevail.	  	  
This	   leads	   to	   the	   expectation	   that	   experienced	   teams	  will	   have	   a	   better	   post-­‐intervention	  
performance	  compared	  to	  pre-­‐intervention,	  then	  less	  experienced	  teams.	  	  
Hypothesis	   2:	   Teams	  with	   high	   average	   experience	   will	   have	   a	   greater	   increase	   in	   post	  
timeout	  performance	  compared	  to	  pre-­‐timeout	  then	  teams	  with	  low	  average	  experience.	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2.4.2 DIVERSITY	  CAREER	  EXPERIENCE	  
Career	   diversity	   experience	   is	   the	   extent	   to	   which	   those	   members	   within	   the	   team	   have	  
different	  experiences	  (Reagans	  &	  Zuckerman,	  2001).	  	  
The	  status	  quo	  in	  the	  existing	  literature	  on	  the	  effect	  of	  diversity	  in	  experience	  on	  timeout	  
effectiveness	   was	   examined.	   No	   existing	   research	   was	   found	   on	   the	   subject	   however.	  
Therefore,	   the	   characteristics	   researchers	   attribute	   to	   diversity	   in	   career	   experience	  were	  
studied.	  Google	   scholar	  was	  used	  on	  September	  28th	  of	  2014	  at	  16:00	   to	   find	  articles	   that	  
describe	  these	  characteristics	  by	  using	  the	  following	  search	  words:	  “experience	  diversity”	  +	  
“characteristics”	  +	  “team	  composition”.	  The	  first	  five	  articles	  that	  were	  fully	  available	  were	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Table	  2	  Characteristics	  of	  career	  experience	  diversity	  
Author(s)	   Title	  	   Year	  	   Journal	  	   Type	   of	  
team	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The	   results	   on	   the	   effect	   of	   diversity	   in	   career	   experience	   are	   contradictory.	   Researchers	  
describe	   the	   potential	   but	   also	   the	   obstacles	   that	   come	   along	   with	   diversity	   in	   career	  
experience	   within	   teams.	   Communication	   problems,	   conflicts,	   or	   disagreements	   are	  
problems	   that	   are	  mentioned	  more	   then	   once	   in	   the	   investigated	   research.	   The	   fact	   that	  
diverse	   teams	   have	   different	   experiences	   makes	   them	   also	   have	   different	   views.	   These	  
different	   views	   can	   help	   to	   find	   better	   solutions	   and	   increase	   their	   capability	   for	   creative	  
problem	   solving,	   according	   to	   the	   studied	   research.	   Although,	   according	   to	  Der	   Foo	   et	   al.	  
(2005)	  diversity	  in	  career	  experience	  results	  in	  less	  good	  ideas.	  	  	  
According	  to	  Reagans	  &	  Zuckerman	  (2001)	  there	   is	  a	  pessimistic	  view	  that	  sees	  experience	  
diversity	   in	   teams	   as	   limiting	   and	   causing	   problems,	   with	   regards	   to	   communication	   and	  
team	   cohesiveness.	   But	   there	   is	   also	   an	   optimistic	   view	   that	   sees	   career	   diversity	   as	   an	  
advantage	  due	  to	  the	  fact	  that	   it	  gives	  teams	  a	  mix	  of	  different	   information,	  contacts,	  and	  
skills	  that	  improve	  team	  performance	  (Reagans	  &	  Zuckerman,	  2001).	  The	  main	  determinant	  
for	  teams	  to	  benefit	  from	  experience	  diversity	  is	  the	  network	  density.	  When	  a	  team	  has	  high	  
network	  density	   (there	  is	  a	   lot	  of	  contact	  between	  team	  members),	  diverse	  teams	  perform	  
better	  then	  less	  diverse	  teams	  because	  the	  network	  density	  increases	  the	  capacity	  of	  a	  team	  
to	   coordinate	   its	   actions	   and	   thereby	   enhance	   the	   team	   performance.	   (Reagans	   &	  
Zuckerman,	   2001).	   Hambrick	   (2013)	   found	   that	   in	   women’s	   college	   basketball,	   network	  
density	  is	  also	  of	  influence	  on	  team	  performance.	  According	  to	  Berman,	  Down	  &	  Hill	  (2002),	  
a	   lot	  of	  communication	   is	  going	  on	  within	  a	  basketball	   team.	  Both	  on	  offense	  and	  defense	  
the	   players	   are	   communicating	   constantly.	   This	   would	   mean	   that	   the	   network	   density	   in	  
basketball	  teams	  is	  relatively	  high.	  	  
Diversity	   in	   experience	   helps	   less	   experienced	   team	   members;	   seeing	   that	   the	   more	  
experienced	  team	  members	  can	  help	  less	  experienced	  members	  learn	  to	  perform	  better	  in	  
their	  job	  by	  sharing	  acquired	  knowledge	  learned	  trough	  experience	  (Humphrey	  et	  al.	  2009).	  
This	  way,	   team	  members	   can	   learn	   from	  each	  other’s	   experiences.	   Fuller	  &	  Unwin	   (2005)	  
found	   in	   their	   research	   that	   employees	   learn	   what	   they	   need	   to	   know	   from	   experienced	  
colleagues.	  	  
Diversity	  in	  experience	  can	  help	  teams	  in	  a	  multitude	  of	  ways;	  by	  helping	  them	  come	  up	  with	  
more	  creative	  solutions	  (Wolfe	  &	  Weick,	  2005),	  improve	  overall	  team	  performance	  (Ancona	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&	  Caldwell,	  1992),	  be	  better	  at	  defining	  goals	  and	  assessing	  priorities	   (Ancona	  &	  Caldwell,	  
1992),	   aid	   in	   the	   decision-­‐making	   effectiveness	   of	   teams	   (Guzzo	   &	   Dickson,	   1996)	   and	  
improve	  learning,	  creativity	  and	  effective	  actions	  (Reagans	  &	  Zuckerman,	  2001).	  Lechner	  &	  
Gudmundsson	  (2012)	  found	  that	  diversity	  in	  experience	  within	  sport	  teams	  enhances	  team	  
performance	   and	   increases	   open-­‐mindedness,	   creativity,	   problem-­‐solving	   capabilities	   and	  
flexibility.	  	  
The	  aforementioned	  shows	  that	  diversity	  in	  experience	  within	  teams	  has	  many	  benefits	  that	  
should	  help	  diverse	  teams	  respond	  well	  to	  interventions.	  The	  fact	  that	  basketball	  teams	  have	  
a	  high	  network	  density	   should	  negate	  many	  of	   the	   limiting	   characteristics	   associated	  with	  
experience	   diversity	   and	   help	   diverse	   basketball	   teams	   benefit	   from	   the	   positive	  
characteristics	   associated	   with	   diversity	   in	   experience.	   This	   leads	   to	   the	   assumption	   that	  
teams	  with	  high	  diversity	  in	  experience	  will	  respond	  better	  to	  interventions	  then	  teams	  with	  
low	  diversity	  in	  experience.	  	  
Hypothesis	  3:	  Teams	  with	  high	  diversity	  in	  career	  experience	  will	  have	  a	  greater	  increase	  in	  




Graph	  2	  Expected	  effect	  experience	  diversity	  on	  post	  intervention	  performance	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3. METHODOLOGY	  
This	  chapter	  contains	  the	  methodology	  of	  this	  research,	  including	  the	  research	  design	  (3.1),	  
data	  collection	  (3.2),	  the	  concepts	  used	  in	  this	  research	  (3.3)	  and	  the	  data	  analysis	  (3.4).	  
	  
3.1 RESEARCH	  DESIGN	  
This	  is	  a	  qualitative	  deductive	  research.	  The	  effect	  of	  interventions	  on	  team	  performance	  is	  
investigated	  along	  with	  the	  moderating	  effect	  of	  career	  experience	  (both	  average	  experience	  
and	  diversity	  experience).	  This	  research	  is	  conducted	  in	  the	  field	  of	  sports	  as	  a	  laboratory	  for	  
business	  teams.	  	  
Sport	   was	   taken	   as	   a	   research	   context	   because,	   according	   to	   the	   literature,	   research	   on	  
diversity	   and	   team-­‐based	   outcomes	   in	   organizations	   could	   greatly	   benefit	   from	   sport	  
research,	   given	   sports	   realistic	   context,	   as	   well	   as	   its	   clearly	   definable	   and	   measurable	  
outcomes	  (Wolfe	  &	  Weick,	  2005).	  Another	  reason	  for	  using	  sports	  teams	  is	  that	  performance	  
data	  on	  teams	  in	  organizations	  is	  difficult	  to	  gather	  (Langan-­‐Fox	  et	  al.	  2001),	  while	  data	  on	  
team	  performance	   in	   sports	   is	  widely	   available	   (Audas	   et	   al.	   2002).	   Sports	   teams	   are	  well	  
comparable	  due	   to	   their	   similar	   structures;	   they	  pursue	   similar	  or	   identical	   objectives	   and	  
supply	  identical	  products	  using	  identical	  technologies.	  These	  factors	  make	  sports	  a	  great	  test	  
case	   to	   investigate	   the	   effects	   of	   interventions	  on	   team	  performance	   and	   the	  moderating	  
effect	  of	  career	  experience	  (Audas	  et	  al.	  2002).	  Therefore	  the	  hypotheses	  in	  this	  research	  are	  
tested	  in	  the	  sports	  field.	  	  
Within	   the	   sports	   realm,	   there	   are	  multiple	   team	   sports	   that	   could	   be	   used	   as	   a	   field	   of	  
research.	   The	   most	   suitable	   competition	   for	   analysis	   is	   the	   NBA	   (National	   Basketbal	  
Association),	   because	   there	   is	   a	   great	   deal	   of	   performance	   data	   available	   on	   NBA	   teams	  
(Barnes	  &	  Morgeson,	  2007),	  NBA	  teams	  use	  a	  clear	  type	  of	   intervention	  (the	  timeout)	  and	  
NBA	   teams	   have	  more	   interdependencies	   compared	   to,	   for	   example	   football	   or	   baseball,	  
which	  makes	  them	  more	  comparable	  to	  most	  business	  teams	  (Katz,	  2001).	  The	  performance	  
of	  NBA	  teams	  during	  the	  2014	  playoffs	  will	  be	  studied	  to	  determine	  how	  they	  performed	  pre	  
and	  post-­‐intervention.	  The	  intervention	  studied	  is	  the	  timeout.	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NBA	   teams	   are	   the	   unit	   of	   analysis.	   The	   impact	   of	   an	   intervention	   (timeout)	   on	   team	  
performance	   is	   studied	   along	   with	   the	   moderating	   effect	   of	   career	   experience	   (average	  
experience	  and	  diversity	  in	  experience).	  
	  
3.2 DATA	  COLLECTION	  
The	   data	   collected	   for	   this	   research	   is	   secondary	   data	   on	   the	   performance	   of	   NBA	   teams	  
during	  the	  2014	  playoffs.	  	  
Only	   playoff	   games	   are	   selected	   because	   playoff	   games	   are	  more	   important	   than	   regular	  
season	   games	   and	   there	   are	   significant	   differences	   in	   “ball	   possessions,	   points	   scored,	  
successful	   2	   point	   field-­‐goals,	   fouls	   and	   successful	   free-­‐throws”	   compared	   to	   the	   regular	  
season	  (Sampaio	  &	  Janeira,	  2003,	  p.	  46).	  	  
16	  teams	  participate	  in	  the	  NBA	  playoffs:	  the	  best	  eight	  teams	  from	  the	  Eastern	  conference	  
and	   the	  eight	  best	   teams	   from	   the	  Western	   conference.	   The	   teams	  play	   in	  4	   rounds	   (first	  
round	   16	   teams,	   second	   round	   8	   teams,	   third	   round	   4	   teams	   and	   fourth	   round	   2	   teams).	  
Each	   round	   consists	   of	   a	  best-­‐of-­‐7	   series.	   This	  makes	   for	   a	  maximum	  of	   105	   games	  and	  a	  
minimum	  of	  60	  games.	  Eventually,	  89	  games	  were	  played	   in	  the	  2014	  NBA	  play-­‐offs	   (NBA,	  
2014)	  and	   those	  89	  games	  were	  analyzed	   (see	  appendix	  3).	  Per-­‐game,	  each	   team	  has	   two	  
20-­‐second	   and	   six	   full	   timeouts	   (NBA,	   2013),	   making	   for	   16	   (8	   per	   team)	   possible	   total	  
timeouts	   per-­‐game.	   This	   means	   that	   there	   were	   a	   possible	   1.424	   timeouts	   to	   be	   called	  
during	  the	  2014	  play-­‐offs.	   It	   is	  however	  possible	   that	   teams	  did	  not	  use	  all	   their	   timeouts.	  
Next	   to	   the	   timeouts	   taken	  by	  either	  of	   the	   teams,	   there	  are	   also	  official	   timeouts.	   There	  
must	  be	  a	  total	  of	  five	  official,	  100	  seconds	  timeouts	  each	  game.	  A	  combined	  two	  timeouts	  
in	   the	   first	   and	   third	   quarter,	   and	   a	   combined	   three	   timeouts	   in	   the	   second	   and	   fourth	  
quarter	  shall	  be	  taken	  as	  100-­‐second	  official	  timeouts.	  The	  first	  and	  third	  official	  timeout	  will	  
be	  charged	  to	  the	  home	  team	  and	  the	  second	  and	  fourth	  official	  timeout	  will	  be	  charged	  to	  
the	  away	  team.	  The	  fifth	  official	  timeout	  will	  be	  charged	  to	  neither	  team	  (NBA,	  2014).	  	  The	  
official	  timeouts	  are	  also	  included	  in	  the	  analysis.	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The	  data	  on	  team	  performance	  of	  NBA	  teams	  before	  and	  after	  timeouts	  is	  already	  available	  
and	  was	   collected	   from	   nbastuffer.com	   (nbastuffer,	   2014).	   The	   data	   is	   presented	   in	   excel	  
format.	  
The	   data	   should	   be	   highly	   valid	   and	   reliable,	   since	   the	   NBA	   reviews	   the	   data	   after	   being	  
registered	  by	  a	  scorekeeper	  (Murphy,	  2013).	  The	  data	  was	  randomly	  checked,	  by	  comparing	  
the	  data	  of	  nbastuffer.com	  (nbastuffer,	  2014)	  with	  the	  data	  of	  the	  NBA	  (NBA,	  2014).	  While	  
randomly	  comparing	  the	  data	   from	  nbastuffer.com	  with	  the	  data	  output	  of	   the	  NBA	   itself,	  
no	  differences	  where	  found.	  This	  leads	  to	  the	  assumption	  that	  the	  data	  from	  nbastuffer.com	  
is	  highly	  valid	  and	  reliable.	  	  	  
A	  total	  of	  573	  timeouts	  were	  analyzed,	  of	  which	  182	  (20.5%)	  were	  called	  in	  the	  first	  quarter,	  
258	  (29.1%)	  in	  the	  second,	  200	  (22.6%)	  in	  the	  third,	  and	  241	  (27.2%)	  in	  the	  fourth	  quarter.	  5	  
(0.6%)	  timeouts	  were	  called	  during	  overtime.	  379	  (42.8%)	  timeouts	  were	  called	  by	  the	  home	  
team,	  388	   (43.8%)	  by	   the	  away	   team	  and	  119	   (13.4%)	  were	  official	   timeouts.	  54	   (6.1%)	  of	  
the	   timeouts	   were	   20-­‐second	   timeouts,	   713	   (80.5%)	   were	   full-­‐timeouts	   and	   119	   (13.4%)	  
were	  official	  timeouts.	  In	  406	  (45.8%)	  of	  the	  timeouts	  a	  substitution	  took	  place	  or	  in	  the	  five	  
possessions	  following	  the	  timeout,	  in	  480	  (54.2%)	  of	  the	  timeouts	  no	  substitution	  took	  place.	  	  
	  
3.3 CONCEPTS	  
In	  this	  paragraph	  the	  concepts	  used	  are	  operationalized.	  It	  includes	  the	  following	  concepts:	  	  
1. Team	  performance	  
2. Team	  average	  career	  experience	  
3. Team	  diversity	  in	  career	  experience	  
Following	   the	   examples	   of	   Gomez	   et	   al.	   (2011)	   and	   Sampaio	   et	   al.	   (2013),	   the	   points	   per	  
possession	  scored	  will	  be	  used	  to	  asses	  the	  team	  performance.	  The	  points	  per	  possession	  are	  
calculated	  by	  adding	  up	  the	  points	  scored	  within	  a	  fixed	  number	  of	  possessions	  and	  dividing	  
them	   by	   the	   number	   of	   possessions	   (Gomez	   et	   al.	   2011).	   The	   team	   performance	   will	   be	  
calculated	  into	  the	  team’s	  own	  performance	  as	  well	  as	  the	  opponent’s	  performance,	  so	  that	  
the	  team’s	  offensive	  and	  defensive	  output	  can	  be	  monitored	  (Sampaio	  et	  al.	  2013).	  The	  five	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possessions	  before	  the	  timeout	  and	  the	   five	  possessions	  after	   the	  timeout	  will	  be	  studied,	  
following	  the	  example	  of	  Gomez	  et	  al.	  (2011).	  The	  pre-­‐timeout	  performance	  is	  calculated	  by	  
substracting	  the	  points	  conceded	  from	  the	  points	  scored	  in	  the	  five	  possessions	  prior	  to	  the	  
timeout.	  When	   a	   team	   scores	  more	   then	   it	   concedes,	   it	   has	   a	   positive	   performance,	   if	   it	  
concedes	   more	   then	   it	   scores,	   the	   performance	   score	   will	   be	   negative.	   Post-­‐timeout	  
performance	  is	  calculated	  the	  same	  way,	  only	  for	  the	  five	  possessions	  after	  the	  timeout.	  The	  
pre-­‐	   and	   post-­‐timeout	   performance	   are	   then	   compared.	   The	   pre-­‐	   and	   post-­‐timeout	  
performances	  are	  calculated	  for	  the	  team	  that	  took	  the	  timeout	  and	  the	  opposing	  team.	  	  
The	   five	   possessions	  pre-­‐	   and	  post-­‐timeout	   are	   analyzed.	   In	   this	   research	   five	   possessions	  
were	   analyzed	   because	   a	   larger	   number	   of	   possessions	   gives	   a	   larger	   sample	   set	   and	  
therefore	  should	  give	  a	  more	  reliable	  image	  of	  the	  team	  performance.	  Thus,	  five	  possessions	  
was	  prefered	  over,	  for	  example,	  only	  three	  possessions.	  In	  the	  NBA	  there	  are	  more	  timeouts	  
allowed	   per	   game	   then	   in	   FIBA	   (The	   international	   basketball	   association,	   the	   association	  
under	  which	  a	  lot	  of	  countries	  play	  by,	  under	  which	  all	  European	  competitions	  are	  held).	  In	  
the	  NBA	  each	   team	  has	  8	   timeouts	   (NBA,	  2013),	   in	  FIBA	  however,	  each	   team	  has	   just	   five	  
timeouts	  (FIBA,	  2014)	  per	  game.	  Because	  the	  NBA	  has	  more	  timeouts	  per	  game,	  there	  are	  
less	   possessions	   in	   between	   timeouts	   to	   be	   analyzed,	   thus	   analyzing	   more	   then	   5	  
possessions	  would	   lead	  to	  a	   lot	  of	  timeouts	  being	  dropped	  from	  analysis	  due	  to	  overlap	   in	  
possessions	  between	  timeouts.	  	  Also,	  according	  to	  Sampaio	  et	  al.	  (2013)	  it	  is	  hard	  to	  isolate	  
the	  effects	  of	  a	   timeout.	   In	   their	   study,	  after	   five	  possessions,	  a	   lot	  of	   the	   timeout	  effects	  
dissapeared.	   They	   attribute	   this	   to	   the	   fact	   that	   it	   was	   harder	   to	   distinguish	   the	   timeout	  
effect	   from	  all	   the	  other	   influences	   after	   five	  possessions.	   Therefore	   in	   this	   study	   the	   five	  
possession	  before	  and	  after	  the	  timeout	  are	  analyzed.	  	  
The	   career	   experience	   is	   determined	   by	   looking	   at	   the	   years	   experience	   each	   player	   had	  
playing	   in	   the	   NBA	   prior	   to	   the	   2013-­‐2014	   NBA	   season.	   The	   data	   is	   derived	   from:	  
nbastuffer.com	   (nbastuffer,	   2014)	   and	   double	   checked	   via	   the	   NBA’s	   official	   site	   (NBA,	  
2014).	  	  
The	  average	  team	  experience	  is	  calculated	  by	  adding	  up	  the	  experience	  of	  all	  the	  five	  players	  
on	  the	  floor	  and	  dividing	  that	  number	  by	  five	  (Cooper	  &	  Wakelam,	  1999).	  This	  equation	  will	  
give	   the	  average	  experience	  of	   the	  team	  that	   is	  on	  the	   floor	  at	   the	  current	   time.	  This	  way	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only	  the	  impact	  of	  the	  players	  that	  are	  actually	  playing	  will	  be	  measured	  and	  the	  players	  that	  
are	  not	  taking	  part	  in	  the	  game	  wil	  not	  be	  taken	  into	  analysis.	  	  
According	   to	  Harrison	  &	  Klein	   (2007),	   there	  are	   three	  different	  ways	   to	  measure	  diversity:	  
separation	  (how	  much	  members	  vary	  on	  a	  lateral	  continuum),	  variety	  (the	  extend	  in	  which	  
members	  have	  different	  experiences)	  and	  disparity	  (differences	  in	  a	  social	  valued	  or	  desired	  
resource).	  Since	  players	   in	  the	  NBA	  all	  gain	  more	  or	   less	  the	  same	  experiences,	   it	  does	  not	  
seem	  appropriate	   to	   view	  experience	  as	   variety.	  Disparity	   is	   suited	   to	   investigate	  diversity	  
when	  the	  variable	  examined	  is	  scarce	  and	  more	  of	  it	  is	  always	  positive.	  This	  is	  not	  the	  case	  
with	  experience,	  because	  more	  experience	  in	  the	  NBA	  does	  not	  always	  mean	  more	  money,	  	  
more	   playing	   time	   or	  more	   scoring	   opportunities.	   Therefore,	   in	   this	   study,	   the	   seperation	  
between	  members	  on	  the	  continuum	  of	  experience,	  from	  0	  to	  18	  (nbastuffer,	  2014)	  is	  used	  
as	   a	  measure	   for	   diversity	   in	   experience.	   Separation	   measures	   how	  members	   differ	   from	  
each	  other	  on	  a	  lateral	  continuum	  (Harrison	  &	  Klein,	  2007).	  The	  appropriate	  way	  to	  calculate	  
seperation	  within	   teams	   is	   to	   look	  at	   the	   standard	  deviation	   (Harrison	  &	  Klein,	  2007).	  The	  
diversity	  in	  experience	  is	  calculated	  by	  looking	  at	  the	  standard	  deviation	  in	  experience	  of	  the	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3.4 DATA	  ANALYSIS	  
Every	  timeout	  is	  inserted	  into	  SPSS	  as	  a	  separate	  case.	  Table	  5	  shows	  the	  variables	  that	  were	  
registered	  for	  each	  case.	  
	  
Table	  5	  Variables	  registered	  for	  each	  case	  
Variables	  registered	  	  
Points	  per	  possession	  own	  team	  pre	  timeout	  
Points	  per	  possession	  own	  team	  post	  timeout	  
Points	  per	  possession	  opponent	  team	  pre	  timeout	  
Points	  per	  possession	  opponent	  team	  post	  timeout	  
Average	  career	  experience	  own	  team	  
Diversity	  in	  career	  experience	  own	  team	  
Timeout	  called	  by	  the	  home	  or	  away	  team	  
Quarter	  the	  timeout	  was	  taken	  
Whether	   a	   substitution	   took	  place	   in	   the	  5	  possession	  after	   the	  
timeout	  
	  
When	  within	  five	  possessions	  after	  a	  timeout,	  another	  timeout	  is	  called	  or	  the	  end	  of	  quarter	  
took	  place,	  the	  timeout	  was	  dropped	  from	  analysis	  since	  the	  effect	  of	  those	  timeouts	  cannot	  
be	  properly	  measured.	  	  
An	  ANOVA	  was	  done	  to	  check	  for	  differences	  between	  games	  and	  to	  check	  on	  how	  much	  of	  
the	   scores	  on	  all	   the	  variables	  was	  explained	   through	   the	  difference	  between	  games.	  This	  
was	  done	  to	  determine	  whether	  a	  multi-­‐level	  analysis	  was	  necessary.	  The	  results	  show	  that	  
	   	   	  31	  
there	   are	   no	   significant	   differences	   between	   the	   different	   games	   (see	   appendix	   1)	   and	  
therefore	  a	  multi-­‐level	  analysis	  is	  not	  necessary.	  	  
A	   linear	   regression	  was	   done	   in	  which	   four	   different	  models	  were	   tested.	   In	  model	   1	   the	  
effect	   of	   timeouts	   on	   all	   the	   control	   variables	  was	   tested.	  Model	   2	   tests	   for	   the	   effect	   of	  
timeouts	  on	  team	  performance	  (the	  main	  effect).	  Model	  3	  checks	  how	  the	  effects	  of	  model	  1	  
and	  2	  are	  moderated	  by	  average	  career	  experience	  and	  diversity	  in	  experience.	  In	  model	  4	  
the	   interaction	   between	   team	   performance,	   the	   moderators	   average	   experience,	   and	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4. RESULTS	  
This	   chapter	   contains	   the	   results	   of	   this	   research.	   Paragraph	   4.1	   covers	   the	   effect	   of	  
timeouts	   on	   team	   performance,	   4.2	   describes	   how	   this	   effect	   is	   moderated	   by	   average	  
career	   experience	   and	   4.3	   describes	   how	   the	   effect	   of	   timeouts	   on	   team	   performance	   is	  
moderated	  by	  diversity	  in	  career	  experience.	  	  
	  
4.1 THE	  EFFECT	  OF	  TIMEOUTS	  ON	  TEAM	  PERFORMANCE	  
This	  paragraph	  covers	  the	  descriptive	  statistics	  for	  the	  main	  variables	  used	  in	  this	  research,	  
the	  effect	  of	  timeouts	  on	  a	  team’s	  own	  performance	  (4.1.1),	  the	  effect	  of	  a	  timeout	  on	  the	  
opponent’s	   performance	   (4.1.2)	   and	   a	   summary	   of	   the	   effect	   of	   timeouts	   on	   team	  
performance	  (4.1.3)	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Table	  6	  Descriptive	  statistics	  and	  correlations	  of	  the	  main	  variables	  
Correlations	  
Variable	   M	   SD	   1	   2	   3	   4	   5	   6	   7	   8	  
1.	  Home	  or	  awayc	   1.50	   .50	   -­‐	   	   	   	   	   	   	   	  
2.	  Quarterd	   2.50	   1.11	   -­‐.078	   	   	   	   	   	   	   	  
3.	  Type	  of	  timeoute	   2.06	   .36	   -­‐.069	   .051	   	   	   	   	   	   	  
4.	  Substitutionf	   1.50	   .50	   -­‐.004	   .051	   -­‐.084*	   	   	   	   	   	  
5.	  Career	  experience	  	  	  	  	  	  
average	   7.57	   2.35	   -­‐.019	   -­‐.109
*	   .086*	   -­‐.151**	   	   	   	   	  
6.	  Career	  experience	  
diversity	   3.85	   1.34	   .074	   -­‐0.30	   .080	   -­‐.106
*	   .480**	   	   	   	  
7.	  Own	  team	  
performance	   .12	   .67	   .032	   -­‐.011	   .035	   .104
*	   -­‐.048	   -­‐.054	   	   	  
8.	  Opponents	  team	  
performance	   -­‐.14	   .71	   -­‐.029	   .005	   .078	   -­‐.119
**	   .035	   .041	   -­‐.057	   -­‐	  
*.	  Correlation	  is	  significant	  at	  the	  0.05	  level	  (2-­‐tailed).	  
**.	  Correlation	  is	  significant	  at	  the	  0.01	  level	  (2-­‐tailed).	  
c.	  This	  is	  a	  binary	  variable	  in	  which	  1	  =	  home	  and	  2	  =	  away	  
d.	  For	  this	  variable	  1	  =	  quarter	  1,	  2	  =	  quarter	  2,	  3	  =	  quarter	  3	  and	  4	  =	  quarter	  4	  
e.	  This	  variable	  is	  coded	  into:	  1	  =	  20	  seconds	  timeout,	  2	  =	  full	  timeout	  and	  3	  =	  official	  timeout	  
f.	  This	  is	  a	  binary	  variable	  for	  which	  1	  =	  substitution	  and	  2	  =	  no	  substitution	  
	  
There	  is	  a	  strong	  correlation	  (<0.01)	  between	  career	  experience	  average	  and	  career	  
experience	  diversity.	  Because	  these	  two	  variables	  both	  are	  used	  as	  moderators,	  a	  test	  was	  
performed	  to	  check	  for	  multicollinearity	  (see	  appendix	  4)	  to	  make	  sure	  these	  two	  variables	  
are	  truly	  independent	  and	  do	  not	  measure	  redundant	  information	  in	  a	  regression	  analysis	  
(Irani,	  Dwivedi,	  &	  Williams,	  2009).	  The	  results	  show	  no	  multicollinearity	  exists	  between	  
average	  career	  experience	  and	  diversity	  career	  experience.	  	  No	  other	  relevant	  significant	  
correlations	  were	  found.	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4.1.1 THE	  EFFECT	  OF	  TIMEOUTS	  ON	  A	  TEAMS’	  OWN	  PERFORMANCE	  
Table	  7	   shows	   the	   results	  of	  a	   linear	   regression	  with	   the	  main	  variables	   for	   the	   team	  that	  
took	  the	  timeout.	  Model	  1	  shows	  the	  relation	  between	  timeouts	  and	  the	  control	  variables.	  
Model	  2	  shows	  the	  relation	  between	  the	  timeout	  and	  the	  main	  effect.	  Model	  3	  shows	  the	  
relation	  between	  the	  timeout	  and	  the	  moderators.	  Finally,	  model	  4	  shows	  the	   interactions	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Table	  7	  Results	  of	  the	  linear	  regression	  on	  the	  teams'	  own	  performance	  
Variables	   Model	  1	   Model	  2	   Model	  3	   Model	  4	  	  
Control	  variables	   B	   SE	   B	   SE	   B	   SE	   B	   SE	  
	  	  Home/away	   -­‐.034	   .044	   -­‐.034	   .044	   -­‐.034	   .044	   -­‐.034	   .044	  
	  	  Type	  timeout	   -­‐.195*	   .086	   -­‐.195*	   .086	   -­‐.195*	   .086	   -­‐.195*	   .086	  
	  	  Substitution	  	   .025	   .044	   .025	   .044	   .025	   .044	   .025	   .044	  
Main	  effect	   	   	   	   	   	   	   	   	  
	  	  Own	  performance	   	   	   .460**	   .030	   .460*	   .030	   .460**	   .030	  
Moderator	  	   	   	   	   	   	   	   	   	  
	  	  Experience	  average	  	   	   	   	   	   -­‐.021	   .021	   -­‐.021	   .021	  
	  	  Experience	  diversity	   	   	   	   	   	  .001	   .010	   	  .001	   .010	  
Interactions	  	   	   	   	   	   	   	   	   	  
	  	  Average	  experience	  X	  	  
	  	  own	  performance	  
	   	   	   	   	   	   	  .017	   .015	  
	  	  Diversity	  experience	  X	  	  	  
	  	  own	  performance	  
	   	   	   	   	   	   -­‐.046†	   .025	  
*	  P	  <	  0.05	  level	  (2-­‐tailed).	  
**	  P	  <	  0.01	  level	  (2-­‐tailed).	  
†	  P	  <	  0.1	  level	  (2-­‐tailed).	  
	  
Table	   7	   shows	   that	   a	   timeout	   has	   significant	   effect	   on	   the	   team’s	   own	   performance,	  
supporting	  hypothesis	  1	  in	  that	  timeouts	  have	  a	  positive	  effect	  on	  team	  performance.	  Also	  
the	   interaction	   between	   timeouts	   and	   the	   team’s	   own	   performance	   is	   moderated	   by	  
diversity	   in	   career	   experience	   and	   is	   mildly	   significant	   (<.10).	   This	   moderately	   supports	  
hypothesis	   3	   (high	   diversity	   in	   experience	   will	   support	   the	   increase	   in	   post	   timeout	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performance).	   These	   results	   only	  moderately	   supports	   the	   hypothesis,	   because	   the	   found	  
effect	  is	  only	  mildly	  significant.	  The	  results	  in	  table	  7	  show	  no	  support	  for	  hypothesis	  2,	  that	  
average	  experience	  has	  a	  positive	  effect	  on	  post-­‐timeout	  performance.	  
Figure	  3	  shows	  how	  timeouts	  affect	  team	  performance.	  	  	  
	  
	  
Figure	  1	  Effect	  timeout	  on	  teams'	  own	  performance	  
	  
Teams	   that	   do	   not	   perform	  well	   pre-­‐timeout	   benefit	   from	   a	   timeout	   and	   perform	   better	  
after	   a	   timeout.	   However,	   teams	   that	   perform	   well	   pre-­‐timeout,	   perform	   worse	   after	   a	  
timeout	   is	   taken.	   This	   only	   moderately	   supports	   hypothesis	   1.	   The	   expectation	   was	   that	  
timeouts	   would	   have	   an	   overall	   positive	   impact	   on	   team	   performance,	   however	   figure	   3	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4.1.2 THE	  EFFECT	  OF	  TIMEOUTS	  ON	  THE	  OPPONENTS’	  PERFORMANCE	  
Table	   8	   shows	   the	   results	   of	   a	   linear	   regression	  with	   the	  main	   variables	   for	   the	   opposing	  
team.	  Model	   1	   shows	   the	   relation	   between	   timeouts	   and	   the	   control	   variables.	  Model	   2	  
shows	   the	   relation	  between	   the	   timeout	  and	   the	  main	  effect.	  Model	  3	   shows	   the	   relation	  
between	  the	  timeout	  and	  the	  moderators.	  Finally	  model	  4	  shows	  the	  interactions	  between	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Table	  8	  Results	  of	  the	  linear	  regression	  on	  the	  opponent	  teams'	  performance	  
Variables	   Model	  1	   Model	  2	   Model	  3	   Model	  4	  	  
Control	  variables	   B	   SE	   B	   SE	   B	   SE	   B	   SE	  
	  	  Home/away	   .007	   .048	   .007	   .048	   .007	   .048	   .007	   .048	  
	  	  Type	  timeout	   .086	   .094	   .086	   .094	   .086	   .094	   .086	   .094	  
	  	  Substitution	  	   -­‐.129	   .049	   -­‐.129	   .049	   -­‐.129	   .049	   -­‐1.29	   .049	  
Main	  effect	   	   	   	   	   	   	   	   	  
	  	  Opponents	  performance	   	   	   .502**	   .033	   .502**	   .033	   .502**	   .033	  
Moderator	  	   	   	   	   	   	   	   	   	  
	  	  Experience	  average	  	   	   	   	   	   -­‐.021	   .011	   -­‐.021	   .011	  
	  	  Experience	  diversity	   	   	   	   	   -­‐.020	   .021	   -­‐.020	   .021	  
Interactions	  	   	   	   	   	   	   	   	   	  
	  	  Average	  experience	  X	  	  
	  	  opponent	  performance	  
	   	   	   	   	   	   -­‐.024	   .017	  
	  	  Diversity	  experience	  X	  	  	  
	  	  opponent	  performance	  
	   	   	   	   	   	   -­‐.016	   .028	  
*	  P	  <	  0.05	  level	  (2-­‐tailed).	  
**	  P	  <	  0.01	  level	  (2-­‐tailed).	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Table	  8	  shows	  that	  timeouts	  have	  a	  significant	  effect	  on	  team	  performance	  for	  the	  opposing	  
team.	  Figure	  4	  shows	  how	  timeouts	  have	  an	  effect	  on	  the	  opponent’s	  team	  performance.	  
 
	  
Figure	  4	  Effect	  timeout	  on	  the	  opponents'	  team	  performance	  
	  
Figure	  4	   shows	   that	  when	  a	   team	  calls	   a	   timeout	  when	   they	  are	  doing	  well,	   the	  opposing	  
team’s	  performance	  after	  the	  timeout	  will	  increase.	  When	  a	  team	  calls	  a	  timeout	  when	  they	  
are	  not	  doing	  well,	  the	  opponent’s	  performance	  will	  decrease	  after	  the	  timeout.	  This	  means	  
that	   timeouts,	   when	   taken	   at	   the	   right	   time,	   do	   not	   only	   improve	   a	   team’s	   own	  
performance,	   but	   also	   help	   to	   decrease	   the	   opponent’s	   performance.	  When	   a	   timeout	   is	  
called	  while	  a	  team	  is	  doing	  well,	  the	  team	  itself	  will	  do	  worse	  and	  the	  opponent	  better.	  In	  
basketball	   when	   one	   team	   is	   doing	   well,	   it	   automatically	   means	   the	   other	   team	   is	   doing	  
worse	  (if	  the	  one	  team	  scores	  more,	  the	  other	  team	  automatically	  concedes	  more	  points),	  so	  
these	   findings	   are	   logical	   looking	   at	   the	   previous	   findings.	   The	   results	   mildly	   support	  
hypothesis	   1,	   teams	   only	   perform	   better	   (and	   their	   opponent	  worse)	   if	   the	   timing	   of	   the	  
timeout	   is	   right	   (the	   team	   is	   doing	   bad).	  Otherwise,	   the	   timeout	   has	   a	   counterproductive	  
effect	  (the	  opponents	  will	  do	  better	  after	  the	  timeout).	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4.1.3 SUMMARY	  EFFECT	  TIMEOUTS	  ON	  TEAM	  PERFORMANCE	  
The	   results	   of	   this	   study	  only	   partly	   support	   hypothesis	   1:	   “An	   intervention	  has	   a	   positive	  
effect	  on	  team	  performance”.	  The	  condition	  for	  support	  on	  this	  hypothesis	  is	  the	  timing	  of	  
the	   timeout.	   Table	   9	   shows	   how	   timing	   influences	   the	   effect	   a	   timeout	   has	   on	   team	  
performance.	  	  
	  




	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  	  Post	  timeout	  performance	  own	  
High	  performance	   Own	   Low	  performance	  
Opponent	   High	  performance	  
Low	  performance	   Own	   High	  performance	  
Opponent	  	   Low	  performance	  
	  
A	   timeout	   has	   a	   positive	   effect	   on	   team	   performance	   if	   the	   team	   was	   performing	   poor	  
before	  the	  timeout.	  When	  the	  team	  is	  performing	  well	  before	  a	  timeout,	  a	  timeout	  will	  have	  
a	   counterproductive	   effect.	   When	   a	   team	   is	   performing	   well	   before	   a	   timeout,	   the	  
opponent’s	  performance	  will	  increase	  after	  the	  timeout.	  If	  a	  team	  is	  performing	  poor	  before	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4.2 THE	  MODERATING	  EFFECT	  OF	  AVERAGE	  CAREER	  EXPERIENCE	  
The	  results	  show	  that	  average	  career	  experience	  has	  no	  significant	  influence	  on	  the	  effect	  of	  
timeouts	   on	   team	  performance.	   The	   average	   career	   experience	  of	   the	   five	   players	   on	   the	  
floor	  has	  no	  influence	  on	  the	  effectiveness	  of	  the	  timeout.	  This	  result	  provides	  the	  evidence	  
to	   reject	  hypothesis	   2:	   “Experienced	   teams	  will	   have	   greater	   increase	   in	  post	   intervention	  
performance	  compared	  to	  pre	  intervention,	  then	  less	  experienced	  teams”.	  	  
	  
4.3 THE	  MODERATING	  EFFECT	  OF	  DIVERSITY	  IN	  CAREER	  EXPERIENCE	  
Table	   7	   shows	   a	   mildly	   significant	   effect	   (<.10)	   for	   the	   moderation	   of	   diversity	   in	   career	  
experience,	  on	  the	  relation	  between	  timeouts	  and	  team	  performance.	  Figure	  5	  shows	  how	  
this	  effect	  exists.	  	  
	  
	  
Figure	  5	  Moderation	  of	  diversity	  in	  experience	  on	  the	  effect	  of	  timeouts	  on	  team	  performance	  
	  	  
Teams	  with	  a	  higher	  diversity	  in	  career	  experience	  have	  a	  bigger	  timeout	  effect	  then	  teams	  
with	   low	  career	  experience	  diversity.	   Teams	  with	  more	   career	  experience	  diversity	  have	  a	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performance	  increase	  when	  they	  are	  doing	  bad	  before	  the	  timeout,	  compared	  to	  teams	  with	  
low	  career	  experience	  diversity.	  	  
This	  result	  moderately	  supports	  hypothesis	  3:	  “Experienced	  teams	  will	  have	  greater	  increase	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5. CONCLUSION	  AND	  DISCUSSION	  
Timeouts	  have	  a	  significant	  effect	  on	  team	  performance.	  However,	  the	  timing	  of	  the	  timeout	  
is	  crucial	  to	  this	  impact.	  A	  timeout	  that	  is	  taken	  when	  a	  team	  is	  performing	  well	  will	  result	  in	  
a	   decreased	   post-­‐timeout	   performance	   and	   in	   opponents	   performing	   better	   after	   the	  
timeout.	   A	   timeout	   taken	   when	   a	   team	   is	   performing	   poorly	   however	   will	   result	   in	   an	  
increased	   post-­‐timeout	   performance	   and	   decreased	   post-­‐timeout	   performance	   by	  
opponents.	   These	   results	   show	   the	   importance	   of	   timing	   in	   the	   timeout:	   intervening	   in	   a	  
team	   that	   is	  performing	  well	   can	  mess	  up	   the	   flow	  and	  cause	  a	  decrease	   in	  performance.	  
Intervening	  when	  a	  team	  is	  performing	  poor	  has	  a	  positive	  effect.	  Therefore	  it	  is	  important	  
for	  coaches	  to	  recognize	  how	  their	  team	  is	  performing	  and	  whether	  they	  need	  help	  through	  
an	  intervention	  or	  not.	  	  
Another	   important	   result	   is	   that	   the	   average	   career	   experience	   of	   the	   team	   has	   no	  
moderating	   effect	   on	   the	   relation	   between	   timeouts	   and	   team	   performance.	   A	   mildly	  
significant	  (significant	  at	  the	  >.10	  level)	  moderating	  effect	  was	  found	  for	  diversity	  in	  career	  
experience	   on	   the	   relation	   between	   timeouts	   and	   team	   performance.	   Diversity	   in	   career	  
experience	   strengthens	   the	   effect	   of	   timeouts	   found	   in	   this	   research,	   meaning	   that	   the	  
effect	   of	   a	   timeout	   is	   stronger	   when	   a	   team	   has	   higher	   diversity	   in	   career	   experience.	  
Forming	   teams	   with	   diversity	   in	   career	   experience	   can	   help	   teams	   respond	   better	   to	  
timeouts	  but	  also	  makes	  the	  timing	  of	   the	  timeout	  extra	   important,	  because	  more	  diverse	  
teams	  also	  experience	  a	  stronger	  performance	  decrease	   if	  the	  team	  was	  doing	  well	  before	  
the	  timeout.	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5.1 DISCUSSION	  
This	   study	   investigates	   the	  effect	  of	   timeouts	  on	   team	  performance	  and	  how	  this	  effect	   is	  
moderated	   by	   average	   career	   experience	   and	   diversity	   career	   experience.	   Based	   on	   the	  
existing	  literature,	  the	  expectation	  was	  that	  timeouts	  would	  have	  a	  positive	  effect	  on	  team	  
performance	  and	  that	  both	  average	  career	  experience	  and	  diversity	  career	  experience	  would	  
increase	  this	  effect.	  However,	  this	  research	  found	  that	  timeouts	  only	  have	  a	  positive	  effect	  
when	  a	   team	   is	  not	  performing	  well	   before	   the	   timeout.	  When	  a	   team	   is	  performing	  well	  
before	   the	   timeout,	   a	   timeout	   has	   a	   negative	   effect	   on	   team	   performance	   and	   the	   team	  
performance	  will	   decrease	   after	   the	   timeout.	   Average	   career	   experience	   of	   the	   team	  was	  
found	   to	   have	   no	   effect	   on	   this	   relation,	   but	   for	   diversity	   in	   career	   experience	   a	   mildly	  
significant	  (.07)	  effect	  was	  found	  on	  the	  relation	  between	  timeouts	  and	  team	  performance.	  
Diversity	   in	  career	  experience	  strengthens	  the	  timeout	  effect,	  meaning	  that	   teams	  that	  do	  
well	   before	   the	   timeout	   will	   do	   worse	   after:	   if	   the	   diversity	   in	   career	   experience	   is	   high.	  
Teams	  that	  do	  poorly	  before	  the	  timeout	  will	  do	  better	  after	  the	  timeout,	  when	  the	  diversity	  
in	  career	  experience	  is	  high	  in	  comparison	  to	  teams	  with	  low	  diversity	  in	  career	  experience.	  	  
This	  research	  proves	  that	  the	  timing	  of	  the	  timeout	  is	  essential	  to	  its	  effect.	  The	  expectation	  
was	   that	   timeouts	  would	  have	  a	  positive	  effect	  on	   team	  performance	   in	  general,	  however	  
the	  results	  show	  that	  timeouts	  only	  have	  a	  positive	  effect	   if	  the	  team	  is	  performing	  poorly	  
before	   the	   timeout,	   otherwise	   the	   timeout	   has	   a	   counterproductive	   effect,	   thereby	   only	  
partially	   supporting	   hypothesis	   1.	   This	   result	   can	  be	   explained	   through	   the	   effect	   of	   team	  
routines,	  which	  are	   routines	  “that	  develop	   in	   response	   to	   recurring	  questions	  and	  become	  
accepted	   practice-­‐actions	   taken	   without	   consciously	   considering	   alternatives”	   (Gersick	   &	  
Hackman,	   1990,	   p.	   68).	   Team	   routines	   can	   be	   beneficial	   because	   routines	   can	   reduce	  
uncertainty	   and	   save	   time	   by	   eliminating	   the	   need	   to	   deliberately	   think	   over	   appropriate	  
action	   and	   in	   this	   way	   improve	   efficiency	   (Zellmer-­‐Bruhn,	   2003).	   Interruptions	   (like	   a	  
timeout)	  to	  the	  team	  routines	  can	  disrupt	  the	  flow	  of	  work	  and	  thus	  have	  a	  negative	  effect	  
on	  team	  performance.	  An	  interruption	  to	  team	  routines	  can	  cause	  job	  stress,	  time	  pressure,	  
increase	  processing	  time	  and	  error	  rates	  (Zellmer-­‐Bruhn,	  2003).	  This	  may	  explain	  why	  teams	  
that	  are	  doing	  well	  before	  the	  timeout	  do	  worse	  after.	  Teams	  that	  are	  performing	  well	  may	  
have	  established	  positive	  team	  routines	  and	  the	  timeout	  interrupts	  those	  routines.	  Zellmer-­‐
Bruhn	   (2003)	   also	   argues	   that	   team	   routines	   are	   not	   always	   desirable	   and	   that	   in	   some	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situations	   team	   routines	  may	   limit	   performance,	   because	   the	   routines	   are	   not	   productive	  
ones.	  In	  those	  cases,	  interruptions	  can	  have	  a	  positive	  effect	  because	  they	  take	  the	  team	  out	  
of	   the	   automatic	   performance	   to	   a	   conscious	   state	   in	   which	   information	   processing	   is	  
possible	  and	  change	  and	  innovation	  is	  more	  likely	  to	  happen	  (Zellmer-­‐Bruhn,	  2003).	  This	  may	  
explain	  the	  effect	  of	  timeouts	  increasing	  performance	  when	  the	  team	  was	  performing	  poor	  
before	  the	  timeout.	   	  The	  team	  may	  have	  had	  team	  routines	  that	  were	  not	  productive	  and	  
through	  an	  interruption	  (timeout),	  changes	  were	  made	  possible	  and	  more	  effective	  routines	  
could	  be	  established,	   thereby	   improving	   team	  performance.	   The	  existing	   literature	  on	   the	  
effect	   of	   timeouts	  measures	   the	   effect	   of	   timeouts	   on	   team	   performance	   in	   general	   and	  
concludes	   that	   timeouts	   have	   a	   positive	   effect	   on	   team	  performance	   (Gomez	   et	   al.	   2011;	  
Mace	  et	  al.	  1992;	  Permutt,	  2011;	  Sampaio	  et	  al.	  2013).	  This	  research	  also	  finds	  this	  postive	  
effect	   of	   timeouts	   on	   team	   performance,	   but	   adds	   the	   importance	   of	   the	   timing	   of	   the	  
timeout.	  This	   research	   shows	   that	   timeouts	  do	  not	  always	  have	  a	  postive	   impact	  on	   team	  
performance	  and	  when	  teams	  take	  a	  timeout	  while	  they	  are	  doing	  well,	  a	  timeout	  can	  have	  
a	   negative	   effect	   on	   team	  performance.	   This	   result	   gives	  more	  understanding	   how	   to	   use	  
timeouts	  more	  productively.	  The	  view	  that	  timeouts	  always	  have	  a	  positive	  effect	  on	  team	  
performance	  may	  have	  to	  be	  revised,	  because	  timeouts	  only	  have	  a	  positive	  effect	  on	  team	  
performance	  when	   the	   team	   is	  performing	  poorly	  before	   the	   timeout,	  otherwise	   timeouts	  
have	  a	  negative	  effect	  on	  team	  performance.	  
The	  second	  hypothesis	  was	  that	  average	  career	  experience	  would	  have	  a	  moderating	  effect	  
on	  the	  relation	  between	  timeouts	  and	  team	  performance	  by	  increasing	  the	  positive	  effect	  of	  
timeouts.	  The	  results	  show	  that	  no	  significant	  effect	  exists	  for	  average	  career	  experience	  on	  
the	  relation	  of	  timeouts	  and	  team	  performance,	  thereby	  rejecting	  hypothesis	  2.	  This	  could	  
be	  explained,	  because	  more	  experienced	  teams	  are	  capable	  of	  performing	  better	  in	  general	  
with	  fewer	  errors	  (Cooke,	  Gorman,	  Duran,	  &	  Taylor,	  2007).	  Therefore	  it	  may	  make	  them	  less	  
dependent	   on	   interventions	   such	   as	   timeouts,	   because	   they	   are	   more	   familiar	   with	   the	  
situation	   and	  will	   be	   able	   to	   adapt	  without	   interventions	   themselves.	   Another	   factor	   that	  
could	  be	  of	   influence	  on	   this	   result	   is	   that	   the	   relationship	  between	  experience	  and	   team	  
performance	   is	   significantly	   stronger	   when	   the	   core	   role	   holders	   possess	   the	   experience	  
(Humphrey	   et	   al.	   2009).	   Controlling	   for	  who	  holds	   the	   core	   roles	   in	   future	   research	   could	  
effect	   the	   outcome	  of	   the	   impact	   of	   average	   experience	   on	   timeout	   effectiveness.	   Future	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research	  could	  also	  look	  at	  other	  factors	  then	  career	  experience,	  factors	  such	  as	  quality	  and	  
experience	  of	  the	  coach	  could	  be	  factors	  that	   influence	  timeout	  effectiveness.	  Saavedra	  et	  
al.	  (2012)	  found	  that	  coach	  experience	  is	  negatively	  related	  to	  timeout	  effectiveness,	  so	  the	  
more	   experienced	   the	   coach,	   the	   lesser	   impact	   his	   timeouts	   have.	   Pfeffer	   &	   Davis-­‐Blake	  
(1986)	  on	  the	  other	  hand	  found	  that	  a	  coach’s	  experience	  and	  quality	  is	  crucial	  for	  improving	  
a	  team’s	  performance.	  The	  results	  of	  this	  research	  suggest	  that	  avergae	  experience	  does	  not	  
make	   teams	   respond	   better	   to	   interventions.	   This	   leads	   to	   the	   question	   of	   whether	   the	  
characteristics	   that	   are	   attributed	   to	   experienced	   teams	   (dynamic,	   flexible,	   adaptable	   and	  
increased	   change	   ready)	   really	   exist	   more	   in	   experienced	   teams	   compared	   to	   less	  
experienced	   teams.	   It	  may	   be	   true	   that	   experienced	   teams	   hold	   these	   characteristics	   but	  
that	   they	   do	   not	   translate	   to	   the	   context	   of	   basketball	   or	   that	   they	   do	   not	   help	   teams	  
actually	   respond	  better	   to	   timeouts.	   This	   research	   shows	   that	   the	  positive	   characrteristics	  
attributed	  to	  experienced	  teams	  do	  no	  not	  translate	  in	  better	  post-­‐timeout	  performance.	  	  
The	   third	   hypothesis	   of	   this	   study	   was	   that	   diversity	   in	   career	   experience	   would	   have	   a	  
moderating	  effect	  on	   the	   relation	  between	   timeouts	   and	   team	  performance	  by	   increasing	  
the	   effect	   a	   timeout	   has	   on	   team	   performance.	   The	   results	   show	   that	   diversity	   in	   career	  
experience	  has	  a	  mildly	  significant	  (<.1)	  moderating	  effect	  on	  the	  relation	  between	  timeouts	  
and	  team	  performance,	  thereby	  partially	  supporting	  hypothesis	  3.	  The	  effect	  of	  a	  timeout	  is	  
stronger	  with	  teams	  that	  have	  high	  diversity	  in	  career	  experience	  compared	  to	  lower	  career	  
experience	   diversity	   teams.	   This	   effect	   can	   be	   explained	   because	   diverse	   teams	   are	  more	  
likely	  to	  differ	  in	  opinion	  and	  challenge	  each	  other’s	  point	  of	  view.	  The	  diversity	  also	  brings	  a	  
wider	  range	  of	  options	  and	  possibilities	  compared	  to	  autonomous	  teams.	  This	  makes	  diverse	  
teams	   more	   capable	   of	   changing	   compared	   to	   teams	   with	   less	   diversity	   (Jarzabkowski	   &	  
Searle,	   2004).	   Therefore,	   diverse	   teams	  will	   be	  more	   capable	   of	   changing	   non-­‐productive	  
team	   routines	   through	   interventions,	   thus	   improving	   team	   performance	   after	   a	   timeout.	  
However	  the	  diversity	  also	  makes	  it	  harder	  for	  teams	  to	  reach	  a	  consensus,	  and	  since	  diverse	  
teams	  are	  more	  likely	  to	  change	  team	  routines	  (Jarzabkowski	  &	  Searle,	  2004),	  this	  may	  also	  
be	   true	   when	   those	   routines	   were	   productive	   and	   working	   well,	   thus	   causing	   a	   strong	  
performance	   decrease	   after	   the	   timeout.	   While	   this	   research	   does	   not	   uncover	   which	  
features	  of	  a	  diverse	  team	  impact	  team	  performance,	  the	  results	  of	  this	  study	  support	  the	  
view	  that	  diversity	   in	  career	  experience	  can	  be	  both	  beneficial,	  as	  well	  as	   limiting	   to	   team	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performance	   (Zellmer-­‐Bruhn,	   2003).	   This	   study	   adds	   to	   existing	   literature	   on	   the	   effect	   of	  
timeouts	   by	   showing	   that	   diversity	   in	   experience	   has	   an	   impact	   on	   the	   effectiveness	   of	   a	  
timeout.	  It	  also	  shows	  that	  diversity	  in	  experience	  is	  a	  feature	  that	  coaches	  have	  an	  impact	  
on,	  and	  that	  coaches	  can	  determine	  whether	  diversity	   in	  experience	  is	  positive	  or	  negative	  
by	  the	  timing	  of	  their	  timeout.	  Existing	  literature	  describes	  how	  diversity	  in	  experience	  can	  
both	  help	  a	  team	  but	  also	  be	  a	  negative	  characteristic.	  This	  research	  gives	  an	  understanding	  
in	  which	  conditions	  help	  the	  positive	  effect	  of	  career	  diversity	  shine	  through.	  By	  good	  timing	  
of	  the	  timeout,	  teams	  can	  benefit	  from	  the	  positive	  features	  of	  diversity	  in	  experience	  and	  
will	  respond	  well	  to	  timeouts,	  but	  when	  the	  timing	  of	  the	  timeout	  is	  bad,	  the	  team	  will	  suffer	  
from	  the	  negative	  aspects	  of	  diversity	  in	  experience.	  This	  research	  adds	  to	  existing	  research	  
by	  discovering	  how	  to	  deal	  with	  teams	  that	  are	  diverse	  in	  experience	  and	  which	  conditions	  
have	  an	  impact	  on	  the	  role	  of	  diversity	  in	  experience.	  	  
The	   moderating	   effect	   of	   diversity	   in	   career	   experience	   was	   only	   mildly	   significant	   (.07),	  
however	   the	   large	  data	   set	   used	   (573	   cases	  were	   analyzed)	   gives	   a	   good	   reliability	   to	   the	  
result	  and	  shows	  there	  is	  a	  93%	  chance	  that	  this	  effect	  exists	  in	  similar	  data	  sets.	  	  
This	   research	   also	   found	   that	   the	   two	   moderators,	   average	   experience	   and	   diversity	  
experience,	   correlate	   strongly	   (<0.01).	   This	  was	   not	   expected	   and	  not	   incorporated	   in	   the	  
conceptual	  model	  for	  this	  research.	  Therefore	  the	  conceptual	  model	  of	  this	  research	  should	  
be	  reviewed	  because	  hypothesis	  1	  was	  only	  partially	  confirmed,	  hypothesis	  2	  was	  rejected	  
and	  hypothesis	  3	  was	  also	  partially	  confirmed.	  	  
	  
5.1.1	  IMPLICATIONS	  
This	   study	  adds	   to	   the	  existing	   research	  on	   the	  effect	  of	   timeouts.	  Where	  earlier	   research	  
assumed	  that	  timeouts	  have	  a	  positive	  effect	  on	  team	  performance	  in	  general	  (Gomez	  et	  al.	  
2011),	   (Sampaio	  et	  al.	  2013)	  and	   (Mace	  et	  al.	  1992),	   this	   research	  shows	  that	   this	  positive	  
effect	  only	  exists	  under	  certain	  conditions.	  The	  timing	  of	  the	  timeout	  is	  essential	  to	  its	  effect	  
and	  when	  taken	  if	  a	  team	  is	  performing	  well,	  a	  timeout	  can	  also	  have	  a	  negative	  effect	  on	  
team	  performance.	  This	  means	  the	  assumption	  that	  timeouts	  have	  a	  positive	  effect	  on	  team	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performance	   is	   challenged	   because	   timeouts	   can	   also	   have	   a	   negative	   effect	   on	   team	  
performance	  when	  taken	  at	  the	  wrong	  time.	  	  
The	  results	  of	  this	  study	  show	  that	  it	  is	  important	  for	  organizations	  that	  employ	  teams	  to	  be	  
aware	   of	   the	   effect	   interventions	   can	   have	   on	   the	   team	   performance.	   Monitoring	   team	  
performance	   should	   help	   organizations	   to	   decide	   whether	   the	   time	   is	   right	   for	   an	  
intervention,	  or	  if	  an	  intervention	  will	  mess	  up	  the	  flow	  and	  should	  be	  avoided.	  	  
Next	  to	  the	  timing	  of	  the	  timeout,	  the	  composition	  of	  the	  team	  is	  also	  of	   influence	  to	  how	  
teams	   respond	   to	   interventions.	  Assembling	   teams	  with	  diversity	   in	   career	  experience	  will	  
make	   the	   team	   respond	   positively	   to	   an	   intervention,	   if	   the	   intervention	   is	   timed	   right.	  
Because	  diversity	   in	  career	  experience	  can	  have	  a	  positive	  effect	   if	   the	  team	  is	  performing	  
poorly	  before	   the	   timeout	  and	  a	  negative	  effect	   if	   the	   team	   is	  performing	  well	  before	   the	  
timeout,	   it	   is	   extra	   important	   to	   look	   at	   the	   timing	   of	   an	   intervention	  when	   dealing	  with	  
teams	  that	  are	  diverse	  in	  career	  experience.	  	  
Since	   basketball	   teams	   are	   comparable	   to	   most	   business	   teams	   (in	   terms	   of	   size	   and	  
interdependence	  among	   team	  members)	   (Katz,	  2001)	  and	  because	  people	   taking	  action	   in	  
the	  presence	  of	  others	  should	  be	  the	  same	  across	  different	  settings	  (Edmondson,	  1999),	  it	  is	  
likely	   that	   the	   results	   found	   in	   this	   research	   also	   apply	   to	   other	   teams	   such	   as	   business	  
teams.	  This	  means	   that	  businesses	   should	  monitor	  how	  their	   teams	  are	  doing	  so	   they	  can	  
determine	   whether	   an	   intervention	   could	   mess	   up	   the	   flow	   or	   could	   increase	   team	  
performance.	  When	  taking	  into	  account	  the	  timing	  of	  the	  intervention,	  forming	  teams	  with	  
diversity	   in	   experience	   could	   be	   an	   asset,	   because	   that	   will	   help	   the	   team	   respond	   even	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5.1.2	  LIMITATIONS	  
This	  study	  has	  a	  couple	  of	  limitations,	  which	  will	  be	  discussed	  here.	  The	  first	  limitation	  is	  that	  
points	   scored	  and	  conceded	  are	  used	  as	   the	  measure	  of	   team	  performance.	  This	  could	  be	  
considered	   as	   a	   one-­‐sided	   approach	   since	   it	   only	   takes	   into	   account	   the	   “hard	   side”	   of	  
performance,	   while	   literature	   suggests	   that	   for	   measuring	   team	   performance	   it	   is	   also	  
important	  to	  look	  at	  the	  “soft	  side”,	  such	  as	  employee	  satisfaction,	  morale	  and	  commitment	  
(Louise,	  1996).	  Future	  research	  could	  control	  for	  the	  long-­‐term	  effect	  of	  timeouts	  on	  morale,	  
commitment	  and	  satisfaction	  of	  the	  players,	  to	  measure	  both	  the	  “hard”	  and	  the	  “soft”	  side	  
of	  team	  performance.	  	  
The	  scoring	  output	  and	  the	  output	  of	   the	  opponent,	  and	  how	  this	  scoring	   is	   influenced	  by	  
timeouts	  is	  applied	  as	  a	  measure	  in	  this	  study.	  According	  to	  Dijkstra	  (1987),	  a	  problem	  with	  
measuring	  scores	   that	  vary	   from	  the	  average	   is	   that	  scores	  always	   tend	  to	  regress	  back	   to	  
the	  average.	  Dijkstra	  argues	  that	  if	  something	  scores	  below	  average	  and	  action	  is	  undertaken	  
to	   improve	  the	  scores,	   it	   is	  not	  clear	  how	  much	  of	  the	  possible	   improvement	   is	  due	  to	  the	  
undertaken	  action	   and	  how	  much	   is	   due	   to	   the	   score	  naturally	   regressing	   to	   the	   average.	  
According	  to	  Dijkstra’s	  theory,	  when	  a	  team	  scores	  below	  average,	  without	  any	  intervention	  
by	   the	   next	   measuring	   point,	   the	   score	   should	   be	   closer	   to	   the	   average	   because	   scores	  
naturally	  regress	  to	  the	  average.	  This	  makes	  it	  hard	  to	  determine	  how	  much	  of	  the	  change	  in	  
scores	   after	   a	   timeout	   is	   due	   to	   the	   timeout	   and	   how	   much	   is	   due	   the	   scores	   naturally	  
regressing	  back	  to	  the	  average.	  It	  is	  possible	  coaches	  mainly	  take	  timeouts	  when	  teams	  are	  
performing	  poor	  (the	  score	  is	  below	  average)	  and	  therefore	  the	  score	  should	  be	  closer	  to	  the	  
average	   after	   the	   timeout	   compared	   to	   before	   the	   timeout.	   This	   could	   also	   explain	   why	  
teams	  do	  worse	  after	  a	  timeout	  when	  they	  were	  doing	  better	  before	  the	  timeout,	  because	  
the	  score	  regresses	  back	  to	  the	  average.	  In	  future	  research	  one	  could	  control	  for	  this	  effect	  
by	   looking	   at	   how	   the	   teams	   score	   throughout	   the	   game	  and	  how	   scores	   regress	  without	  
timeouts.	  	  
The	  effect	  of	  a	  timeout	  is	  measured	  by	  comparing	  pre-­‐timeout	  performance	  to	  post-­‐timeout	  
performance	   (both	   offensive	   and	   defensive	   performance).	   The	   bigger	   the	   difference	  
between	   pre-­‐	   and	   post-­‐timeout	   performance:	   the	   larger	   the	   effect	   of	   timeouts	   on	   team	  
performance.	  But	  according	  to	  Mace	  et	  al.	  (1992)	  this	  may	  not	  give	  an	  accurate	  view	  of	  the	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actual	   impact	   of	   the	   timeout,	   because	   coaches	   should	   take	   timeouts	   early	   in	   opponent’s	  
runs	   to	   stop	   the	   opponent’s	   momentum.	   When	   coaches	   call	   a	   timeout	   early	   in	   an	  
opponent’s	  run,	  they	  should	  be	  able	  to	  minimize	  the	  damage	  and	  thereby	  have	  a	  better	  pre-­‐	  
timeout	  score	  compared	  to	  teams	  that	  call	  timeouts	  later	  in	  an	  opponents	  run.	  The	  way	  this	  
study	  is	  set	  up,	  the	  timeout	  effect	  would	  be	  larger	  if	  the	  coach	  would	  wait	  for	  the	  opponent	  
to	   go	   on	   bigger	   run	   and	   interrupt	   later,	   because	   the	   pre-­‐	   and	   post-­‐timeout	   performance	  
difference	  would	  be	  bigger	  that	  way.	  But	  according	  to	  Mace	  et	  al.	  (1992)	  it	   is	  possible	  that	  
coaches	  stop	  opponent’s	  run	  early	  by	  calling	  a	  timeout,	  which	  may	  not	  necessarily	  show	  in	  a	  
big	   difference	   in	   pre-­‐	   and	   post-­‐timeout	   performance,	   but	   would	   make	   their	   timeout	   an	  
effective	   timeout	  because	   it	   stops	   the	  opponent	   from	  going	  on	   a	   run.	   Future	   research	  on	  
how	  to	  recognize	  when	  an	  opponent	  is	  going	  on	  a	  run	  could	  provide	  more	  understanding	  in	  
to	  how	  to	  stop	  an	  opponent’s	  run	  earlier.	  According	  to	  Burke,	  Burke	  &	  Joyner	  (1999)	  the	  five	  
most	   frequently	  occurring	  actions	  during	  a	   team’s	  momentum	  are:	  a	  made	  3-­‐point	  shot,	  a	  
defensive	  stop	  (keeping	  the	  opponent	  from	  scoring),	  a	  steal	  (gain	  possession	  of	  the	  ball	  by	  
stealing	  it	  from	  the	  opponent),	  a	  fast	  break	  (when	  a	  team	  scores	  quick	  by	  outnumbering	  the	  
opponent	   on	   the	   offensive	   half)	   and	   a	   string	   of	   unanswered	   points.	   When	   one	   of	   those	  
actions	  occurs	  for	  an	  opponent	  team,	  this	  could	  be	  a	  sign	  for	  a	  coach	  that	  the	  opponent	  is	  
experiencing	  momentum	   and	   that	   it	   is	   desirable	   to	   call	   a	   timeout.	   But	   it	   remains	   hard	   to	  
measure	  what	  would	  have	  happened	  when	  a	  coach	  would	  have	  called	  a	  timeout	  earlier	  to	  
stop	   a	   run	   quicker,	   therefore	   the	   current	   setup	   of	   research	   seems	   most	   practical	   and	  
feasible.	  
Only	   the	   timeouts	   after	   which	   no	   new	   interventions	   took	   place	   within	   the	   first	   five	  
possessions	  after	   the	   timeout	   (except	  substitutions)	  are	  analyzed.	   In	  close	  games,	   towards	  
the	   end	   of	   the	   game,	   a	   lot	   of	   timeouts	   are	   called	   shortly	   after	   one	   another	   to	   gain	   an	  
advantage	   when	   the	   game	   is	   on	   the	   line	   (Gomez	   et	   al.	   2011).	   Since	   with	   a	   lot	   of	   those	  
timeouts	   there	  are	  no	  5	  possessions	   in	  between	   the	   timeouts,	   a	   lot	  of	   timeouts	   in	   crucial	  
parts	   of	   the	   game	   were	   not	   analyzed,	   because	   it	   was	   hard	   to	   measure	   their	   effect.	   This	  
means	  a	  lot	  of	  timeouts	  that	  may	  have	  an	  important	  impact	  on	  team	  performance	  were	  not	  
anlyzed.	  There	  are	  also	  many	  timeouts	  that	  were	  called	  with	  the	  game	  out	  of	  reach.	  Those	  
timeouts	   are	  not	   crucial	   to	   the	  outcome	  of	   the	   game	  but	  were	   taken	   into	   analysis.	   These	  
timeouts	  may	  still	  impact	  team	  performance	  but	  may	  not	  always	  have	  significant	  impact	  on	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the	  outcome	  of	  a	  game.	   In	   future	   research	  one	  could	  control	   for	   scores	  and	  distinguish	   in	  
timeouts	   through	   game	   score	   (close	   game	   or	   big	   difference)	   and	   in	   this	   way	   filter	   the	  
timeouts	  that	  are	  taken	  with	  the	  game	  out	  of	  reach.	  Also	  in	  future	  research	  it	  is	  possible	  to	  
investigate	  the	  short	  term	  effect	  of	  timeouts	  (analyze	  3	  or	  2	  possessions	  before	  and	  after	  the	  
timeout)	  so	  that	  it	  is	  possible	  to	  include	  more	  timeouts	  in	  the	  end	  of	  close	  games.	  	  
Only	  the	  five	  possessions	  before	  and	  after	  the	  timeout	  are	  analyzed	  to	  determine	  the	  effect	  
of	  timeouts	  on	  team	  performance.	  This	  way	  only	  the	  mid-­‐term	  effect	  of	  timeouts	  is	  analyzed	  
and	  it	  is	  not	  clear	  what	  effects	  a	  timeout	  has	  on	  the	  short	  term	  (3	  possessions)	  or	  long	  term	  
(10	  possessions)	  on	  team	  performance,	  as	  is	  done	  in	  for	  example	  the	  research	  by	  Sampaio	  et	  
al.	  (2013).	  For	  measuring	  the	  long	  term	  effect	  of	  timeouts,	  it	  is	  recommended	  to	  perform	  a	  
research	   in	   a	   FIBA	   (International	   Basketball	   Federation	   or	   Federation	   International	  
Basketball)	   competition	   instead	   of	   the	  NBA,	   because	   in	   FIBA	   competition	   teams	   have	   less	  
timeouts	   (5	   timeouts	  per	   game	   (FIBA,	   2014))	   compared	   to	   the	  NBA	   (8	   timeouts	  per	   game	  
(NBA,	  2013)).	  This	  makes	  it	  less	  likely	  for	  a	  timeout	  to	  be	  taken	  within	  10	  possessions	  of	  the	  
previous	   timeout	   in	  a	   FIBA	  basketball	   game,	   compared	   to	  an	  NBA	  game.	  Therefore	   in	   this	  
study,	  the	  field	  of	  research	  was	  not	  suitable	  to	  study	  the	  long	  term	  effect	  of	  timeouts.	  	  
When	   investigating	   the	   effect	   of	   timeouts,	   it	   is	   difficult	   to	   determine	   if	   a	   change	   in	   team	  
performance	  is	  due	  to	  the	  performance	  of	  the	  team	  analyzed,	  or	  due	  to	  performance	  of	  the	  
other	   team	   (Gomez	   et	   al.	   2011).	   An	   increase	   in	   performance	   by	   one	   team	   automatically	  
means	  a	  decrease	  of	  performance	  by	  the	  other	  team.	  It	  is	  hard	  to	  isolate	  which	  team	  caused	  
the	  change	  in	  performance.	  The	  situation	  in	  which	  one	  team	  improves	  means	  that	  the	  other	  
team	  decreases,	   is	  best	  translatable	  to	  a	  competetive	  business	  setting	   in	  which	  companies	  
try	   to	  compete	   instead	  of	   cooperate	   (Bengston	  &	  Kock,	  1999).	  The	   situation	  of	   competing	  
resembles	   the	   American	   culture	   more	   then	   most	   European	   cultures	   (Hofstede	   ,	   1993),	  
meaning	   the	   results	  of	   this	   study	   should	   translate	  better	   to	  American	   cultures	   then	   	  most	  
European	  cultures.	  	  
This	   study	   only	   investigates	   the	   effect	   of	   interventions	   through	   timeouts.	   There	   are	   also	  
other	   types	   of	   interventions	   that	   could	   be	   of	   influence	   on	   team	   performance,	   such	   as	  
substitutions	   (although	   this	   researchs	   controls	   for	   substitutions	   within	   the	   first	   five	  
possession	   after	   the	   timeout),	   changes	   of	   defense,	   change	   of	   matchups	   or	   changes	   of	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offensive	   strategy.	   These	   interventions	   were	   not	   taken	   into	   account	   in	   this	   study.	   Future	  
research	   could	   look	   at	   these	   other	   interventions	   to	   determine	   what	   their	   impact	   on	   the	  
game	  is.	  	  
The	   study	   shows	   that	   average	   experience	   has	   no	   significant	   effect	   on	   the	   success	   of	   an	  
intervention.	   The	   experience	   of	   all	   the	   five	   players	   was	   taken	   into	   account	   and	   the	  
experience	  of	  each	  player	   is	  equally	  weighted.	  However,	  Humphrey	  et	  al.	  (Humphrey	  et	  al.	  
2009)	  state	  that	  the	  relationship	  between	  experience	  and	  team	  performance	  is	  significantly	  
stronger	   when	   the	   core	   role	   holders	   possess	   the	   experience	   (Humphrey	   et	   al.	   2009).	  
Controlling	  for	  who	  the	  core	  role	  holders	  are	  in	  a	  team	  and	  by	  distinguishing	  between	  core	  
role	   holders	   and	   non-­‐core	   role	   holders,	   could	   give	   a	   different	   outcome	   on	   the	   impact	   of	  
average	  career	  experience.	  	  
The	   population	   of	   this	   research	   consist	   of	   the	   16	   highest	   ranked	   basketball	   teams	  
participating	   in	   the	  NBA	   for	   the	   season	   2014-­‐2015.	   It	   is	   not	   yet	   clear	   to	  what	   extend	   the	  
results	  of	  this	  study	  translate	  to	  the	  less	  performing	  teams	  (in	  the	  NBA)	  or	  teams	  of	  another	  
kind.	  As	  previous	  research	  showed,	  basketball	  teams	  are	  well	  comparable	  to	  most	  business	  
teams	  due	  to	  their	   interdependencies	   (Katz,	  2001)	  and	  size,	   therefore	  these	  results	  should	  




This	  research	  adds	  to	  the	  existing	  knowledge	  on	  the	  effect	  of	  timeouts	  on	  team	  performance	  
by	  showing	  that	  the	  timing	  of	  the	  timeout	  is	  essential	  to	  its	  effect.	  Further	  research	  on	  when	  
to	  take	  a	  timeout	  and	  when	  not	  to,	  should	  give	  coaches	  the	  tools	  to	  help	  them	  utilize	  their	  
timeouts	  more	  effectively.	  
Also,	   research	   on	   the	   short	   and	   long-­‐term	   effects	   of	   the	   timeout	   and	   the	  moderation	   of	  
career	  experience,	  could	  provide	  more	  understanding	  on	  how	  long	  the	  effects	  found	  in	  this	  
research	   last.	   Especially	   in	   regards	   to	   the	   long-­‐term	   effect,	   it	   could	   provide	   a	   better	  
understanding	  in	  to	  how	  long	  the	  effect	  of	  an	  intervention	  persists.	  This	  could	  give	  coaches	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and	  managers	  more	  information	  as	  to	  how	  team	  performance	  is	  influenced	  on	  the	  long	  term	  
by	  their	  intervention	  and	  how	  career	  experience	  affects	  this	  development.	  	  
This	  research	  focuses	  on	  the	  effect	  of	  the	  timeout	  on	  team	  performance	  and	  the	  moderating	  
effect	  of	  average	  career	  experience	  and	  diversity	  in	  career	  experience.	  Future	  research	  could	  
give	  insight	  on	  what	  other	  factors	  impact	  the	  effect	  of	  a	  timeout,	  such	  as,	  for	  example:	  the	  
coach	   experience,	   the	   coach	   quality,	   team	   quality	   and	   multiple	   other	   factors	   of	   team	  
composition.	  	  
In	  this	  study	  a	  strong	  correlation	  (<0.01)	  between	  the	  moderators;	  average	  experience	  and	  
diversity	   in	  experience,	  was	   found.	  This	  shows	  that	   teams	  with	  higher	  average	  experience,	  
also	   have	  players	  with	   less	   experience	  playing,	  which	   leads	   to	   the	  diversity	   in	   experience.	  
This	   may	   be	   explained	   because	   in	   teams	   with	   high	   average	   experience,	   the	   experienced	  
players	   could	   serve	   as	   a	   mentor	   for	   the	   less	   experienced	   players,	   making	   the	   less	  
experienced	  players	  perform	  better	  (Hartenian,	  2003).	  This	  may	  give	  better	  opportunities	  for	  
the	  less	  experienced	  players	  to	  play,	  while	  on	  teams	  with	  less	  experience	  (and	  no	  mentors),	  
they	  may	  not	  get	  such	  opportunities	  because	  their	  performance	  would	  not	  be	  as	  good.	  This	  
could	   explain	   the	   correlation	   between	   average	   experience	   and	   diversity	   in	   experience.	  
Further	  research	  on	  the	  relation	  between	  average	  experience	  and	  diversity	  could	  give	  more	  
information	  about	  this	  relation.	  	  	  
Since	  this	  research	   is	  conducted	  using	  the	  16	  best	  teams	   in	  the	  NBA	  (The	  NBA	  exists	  of	  30	  
teams	  total),	  further	  research	  including	  the	  less	  performing	  teams,	  should	  uncover	  whether	  
the	  effects	  found	  in	  this	  research	  also	  exists	  with	  the	  bottom	  teams	  in	  the	  NBA	  or	  with	  the	  
top	  teams	  only.	  Further	  research	  could	  also	  shed	  a	  light	  on	  whether	  the	  same	  results	  hold	  up	  
in	  other	  basketball	  competitions,	  with	  other	  sport	  teams	  and	  within	  business	  teams.	  Theory	  
shows	  that	  basketball	  teams	  are	  suitable	  for	  comparison	  with	  business	  teams,	  by	  repeating	  
this	   study	  with	  business	   teams,	  more	  clarity	  on	   the	   suitability	  of	   the	   comparison	  between	  
basketball	  and	  business	  teams	  could	  be	  found,	  adding	  to	  the	  discussion	  of	  the	  comparison	  
between	  sports	  and	  business	  teams.	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5.2 CONCLUSION	  
This	  study	  shows	  that	  the	  already	  existing	  literature	  on	  team	  performance	  can	  be	  challenged	  
in	  its	  conclusions.	  This	  research	  shows	  there	  are	  nuances	  in	  the	  team	  performance	  literature	  
that	  can	  be	  challenged	  and	  make	  a	  significant	  impact	  on	  team	  performance.	  This	  study	  adds	  
knowledge	  about	  team	  performance	  by	  showing	  that	  timeouts	  do	  not	  always	  have	  a	  positive	  
effect	  on	  team	  performance	  and	  that	  the	  timing	  of	  a	  timeout	  determines	  its	  effect.	  Next	  to	  
the	   timing	   of	   the	   timeout,	   this	   study	   also	   shows	   that	   diversity	   in	   career	   experience	  
strengthens	   the	   effect	   of	   a	   timeout	   and	  makes	   the	   timing	   of	   a	   timeout	   extra	   important.	  	  
Diversity	   in	   experience	   and	   the	   timing	   of	   the	   timeout	   have	   a	   significant	   impact	   on	   team	  
performance	   and	   by	   applying	   the	   effects	   found	   in	   this	   study,	   teams	   can	   improve	   their	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APPENDIX	  1	  ANOVA	  DIFFERENCE	  BETWEEN	  GAMES	  
This	  appendix	  covers	  the	  results	  of	  the	  ANOVA	  on	  the	  difference	  between	  games.	  This	  test	  
was	   conducted	   to	   check	   if	   there	   any	   differences	   invariables,	   that	   are	   explained	   by	  
differences	  between	  games.	  If	  this	  is	  the	  case,	  a	  multilevel	  analysis	  is	  necessary	  and	  the	  data	  
is	  considered	  nested,	  if	  not,	  a	  multilevel	  analysis	  is	  not	  necessary	  and	  hypothesis	  1,	  2	  and	  3	  
will	   be	   checked	   through	   a	   linear	   regression.	   Table	   10	   shows	   the	   results	   of	   the	   conducted	  
ANOVA	  
	  
Table	  10	  ANOVA	  differences	  between	  games	  
	   Sum	   of	  
squares	  
Df	   Mean	  
Square	  
F	   Sig.	  
Points	   per	   possession	   own	  
before	  
Between	  groups	   20.579	   88	   .234	   .965	   .572	  
Within	  groups	   193.175	   797	   .242	  
Total	  	   213.753	   885	   	  
Points	  per	  possession	  opponent	  
before	  
Between	  groups	   26.946	   88	   .306	   1.265	   .059	  
Within	  groups	   192.965	   797	   .242	  
Total	  	   219.910	   885	   	  
Points	  per	  possession	  own	  after	   Between	  groups	   26.949	   88	   .306	   1.173	   .143	  
Within	  groups	   208.067	   797	   .261	  
Total	  	   235.016	   885	   	  
Points	  per	  possession	  opponent	  
after	  
Between	  groups	   21.921	   88	   .249	   .813	   .890	  
Within	  groups	   244.197	   797	   .306	  
Total	  	   266.118	   885	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Table	  10	  shows	  that	  the	  difference	  between	  games	  does	  not	  have	  a	  significant	  impact	  on	  the	  
scores	   on	   the	   different	   variables.	   This	   means	   that	   a	   multilevel	   analysis	   is	   not	   necessary	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APPENDIX	  2	  EXAMPLE	  GAME	  FILE	  
Display	  2	  shows	  an	  example	  of	  a	  game	  file,	  as	  was	  used	  for	  analyzing	  the	  statistical	  data	  of	  
the	  games,	  to	  determine	  the	  team	  performance.	  	  
	  
Display	  2	  Example	  of	  a	  game	  file	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APPENDIX	  3	  GAMES	  ANALYZED	  
Display	  3	  gives	  an	  overview	  of	  all	  the	  games	  that	  were	  analyzed	  in	  this	  study.	  	  
	  
Display	  3	  Overview	  of	  games	  analyzed	  
	  
Game No. Original NBAstuffer filename Game No. Original NBAstuffer filename
1 2014-06-15-MIA@SAN 46 2014-05-02-SAN@DAL
2 2014-06-12-SAN@MIA 47 2014-05-02-HOU@POR
3 2014-06-10-SAN@MIA 48 2014-05-01-OKC@MEM
4 2014-06-08-MIA@SAN 49 2014-05-01-LAC@GOL
5 2014-06-05-MIA@SAN 50 2014-05-01-IND@ATL
6 2014-05-31-SAN@OKC 51 2014-04-30-POR@HOU
7 2014-05-30-IND@MIA 52 2014-04-30-DAL@SAN
8 2014-05-29-OKC@SAN 53 2014-04-30-BRO@TOR
9 2014-05-28-MIA@IND 54 2014-04-29-WAS@CHI
10 2014-05-27-SAN@OKC 55 2014-04-29-MEM@OKC
11 2014-05-26-IND@MIA 56 2014-04-29-GOL@LAC
12 2014-05-25-SAN@OKC 57 2014-04-28-SAN@DAL
13 2014-05-24-IND@MIA 58 2014-04-28-MIA@CHA
14 2014-05-21-OKC@SAN 59 2014-04-28-ATL@IND
15 2014-05-20-MIA@IND 60 2014-04-27-TOR@BRO
16 2014-05-19-OKC@SAN 61 2014-04-27-LAC@GOL
17 2014-05-18-MIA@IND 62 2014-04-27-HOU@POR
18 2014-05-15-OKC@LAC 63 2014-04-27-CHI@WAS
19 2014-05-15-IND@WAS 64 2014-04-26-SAN@DAL
20 2014-05-14-POR@SAN 65 2014-04-26-OKC@MEM
21 2014-05-14-BRO@MIA 66 2014-04-26-MIA@CHA
22 2014-05-13-WAS@IND 67 2014-04-26-IND@ATL
23 2014-05-13-LAC@OKC 68 2014-04-25-TOR@BRO
24 2014-05-12-SAN@POR 69 2014-04-25-HOU@POR
25 2014-05-12-MIA@BRO 70 2014-04-25-CHI@WAS
26 2014-05-11-OKC@LAC 71 2014-04-24-OKC@MEM
27 2014-05-11-IND@WAS 72 2014-04-24-LAC@GOL
28 2014-05-10-SAN@POR 73 2014-04-24-IND@ATL
29 2014-05-10-MIA@BRO 74 2014-04-23-POR@HOU
30 2014-05-09-OKC@LAC 75 2014-04-23-DAL@SAN
31 2014-05-09-IND@WAS 76 2014-04-23-CHA@MIA
32 2014-05-08-POR@SAN 77 2014-04-22-WAS@CHI
33 2014-05-08-BRO@MIA 78 2014-04-22-BRO@TOR
34 2014-05-07-WAS@IND 79 2014-04-22-ATL@IND
35 2014-05-07-LAC@OKC 80 2014-04-21-MEM@OKC
36 2014-05-06-POR@SAN 81 2014-04-21-GOL@LAC
37 2014-05-06-BRO@MIA 82 2014-04-20-WAS@CHI
38 2014-05-05-WAS@IND 83 2014-04-20-POR@HOU
39 2014-05-05-LAC@OKC 84 2014-04-20-DAL@SAN
40 2014-05-04-DAL@SAN 85 2014-04-20-CHA@MIA
41 2014-05-04-BRO@TOR 86 2014-04-19-MEM@OKC
42 2014-05-03-MEM@OKC 87 2014-04-19-GOL@LAC
43 2014-05-03-GOL@LAC 88 2014-04-19-BRO@TOR
44 2014-05-03-ATL@IND 89 2014-04-19-ATL@IND
45 2014-05-02-TOR@BRO
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APPENDIX	   4	   TEST	   FOR	   MULTICOLLINEARITY	   AVERGAE	   EXPERIENCE	   AND	   DIVERSITY	   IN	  
EXPERIENCE	  
Because	  average	  experience	  and	  diversity	  in	  experience	  correlate	  strongly	  together	  (<0.01),	  
a	  linear	  regression	  was	  performed	  to	  test	  for	  multicollinearity.	  The	  performance	  of	  the	  team	  
that	   took	   the	   timeout	   is	   the	   dependent	   variable;	   average	   experience	   and	   diversity	   in	  
experience	  were	   the	   independent	   variables.	   Table	   11	   shows	   the	   results	   of	   the	   performed	  
test.	  	  
	  
Table	  11	  ANOVA	  multicollinearity	  




t	   Sig.	   Collinearity	  Statistics	  
	   B	   Std.	  Error	   	   	   	   Tolerance	   VIF	  
(Constant)	   .257	   .107	   	   2.403	   .017	   	   	  
Average	  
experience	  
-­‐.008	   .014	   -­‐.028	   -­‐.574	   .566	   .770	   1.299	  
Diversity	   in	  
experience	  
-­‐.021	   .025	   -­‐.041	   -­‐.843	   .400	   .770	   1.299	  
	  
Since	   the	   tolerance	   is	   higher	   then	   0.20	   and	   the	   VIF	   is	   lower	   then	   10	   (Irani,	   Dwivedi,	   &	  
Williams,	  2009),	  no	  multicollinearity	  exists	  between	  the	  two	  independent	  variables,	  “which	  
means	   the	   explained	   variance	   by	   these	   variables	   are	   likely	   to	   be	   a	   reflection	   of	   the	   true	  
situation”	  (Irani,	  Dwivedi,	  &	  Williams,	  2009,	  p.	  1330).	  	  
	  
